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between Personal Wellness (Mind, Body, Spirit) and Job Satisfaction among Independent School 
Educators in One Mid-South Region. Dr. Charisse Gulosino, Ph.D.  
 
This study researched the relationship between personal wellness (mind, body, and spirit) and 
job satisfaction among a sample of 71 elementary, middle, and high school teachers. The 
investigation took place among various four faith-based-associated schools and four secular 
independent schools in a Mid-south region. A two-part research based questionnaire was 
administered to randomly selected teachers in the eight schools. Correlations of wellness 
dimensions of body, mind, and spirit were examined and analyzed using a mixed ANOVA. 
Results indicated that all teachers, despite the difference in school type, felt highly satisfied with 
their jobs. Teachers reported very high levels of mental health, moderate to high levels of 
spiritual health, and relatively lower levels of physical health. A difference in the wellness 
profiles for the two groups was observed, with spiritual wellness receiving higher self-assessed 
scores among respondents at faith-based schools in comparison to those at secular schools. 
Respondents at both types of schools appeared to be highly satisfied with their jobs, such that 
there no difference in level of satisfaction was seen. There was also no observed relationship 
between self-assessed wellness (mind, body, or spirit) and job satisfaction. This research 
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Chapter 1: Introduction 
 
        Wellness is a concept regarding one’s personal self and the assumption that one chooses 
to take charge of the life process in a purposeful way (Myers, Sweeney, & Witmer, 2000). It is 
making choices that ultimately affect not only the individual, but also those around them. 
Wellness is a way of life that involves sensing, eating, feeling, thinking, working, 
communicating, and transcending (Travis, 2014). It focuses on the presence of mind and the 
connection that exists from the internal to the external (Scharmer, 2009). According to the 
National Institute for Occupational Health (2014), 40% of employees felt pressured and 
overworked which led to feeling mentally imbalanced (Susi, 2014). Depression costs businesses 
billions of dollars each year due to losses in productivity (Greenberg, Fournier, Sisitsky, Pike, & 
Kessler, 2015). Sanders (2014) estimated that a healthy employer cost is 10% of the cost of an 
employee salary. A little intervention can positively impact employers and overall businesses. 
One’s sense of accomplishment has been found to be connected to performance level and 
stress level (“A Working Balance,” 2008). An increase in professional satisfaction involves 
making wellness a priority. In fact, employee wellness has been positively associated with higher 
job satisfaction and the success of the respective employees’ organizations (Saari & Judge, 
2004).  
According to Babauta (2011), employees in all professions faced numerous stressors, 
which impacted them in the work force as well and at home. Businesses are seeing that 
preventative approaches are being adopted in work environments. Babauta (2011) showed the 
impact of resilience in healthy professions and the individual qualities needed among 
professionals. Organizations may give their employees more time to think and be mindful and 
release stress within the workplace. 
2 
 
          A study of American business professionals showed their general health habits are poor, 
causing a significant climb in related health care costs to the employer as well as a significant 
decline of employee productivity. In response, employers have begun to implement employee 
wellness programs, plans, and benefits not only to decrease their health care cost overhead, but 
also to promote productivity in the workplace. Dursi (2008) reviewed numerous studies and 
found a common theme: businesses that implemented wellness programs had healthier, more 
productive employees and lower health-care costs. In other words, businesses were making and 
saving more money because they invested in the wellness of their employees. 
        This wellness dilemma has drawn the attention and input of organizations like The Center 
of Disease Control and Prevention, the Agency for Healthcare Research and Quality, the 
National Business Group on Health, and the International Foundation of Employee Benefits 
Plans. Research has shown that increased employee productivity is largely a result of the 
promotion of healthy behaviors and a lifestyle of wellness by the employer. The Principal 
Financial Group (2012) invested a large sum in building a wellness facility for their employees. 
In studying the employees who used the facility compared to those that did not use the facility, 
the group found that employees who used the wellness center performed better at work. Those 
employees were also found to have served a longer tenure with the company. Additional research 
has shown that healthy employees take less sick leave than their less healthy co-workers 
(National Business Group on Health, 2013). Ohta, Takigami, and Ikeda (2007) studied factors 
outside the work environment that may be associated with an employee’s job satisfaction. They 
found that employees who reported more hours of sleep at night and healthier lifestyles were 
more likely to be employees who also reported higher job satisfaction (Ohta et al., 2007). 
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A study conducted by the American Association of Occupational Health Nurses 
(AAOHC) discovered that over half of people interviewed would factor a company’s health and 
wellness benefits into their decision to work for that company (American Health Care Media, 
2003). Other results found the programs that generated the most interest among employees were 
stress management, exercise and fitness, health insurance education, disease management 
seminars, nutrition seminars, and smoking cessation seminars. Some companies have 
implemented financial incentives to help health and wellness promotion even more among 
employees. Quaker Oats Live Well Be Well program allows employees to earn up to 600 dollars 
for doing things like completing HRAs and health screenings, pledging to refrain from alcohol 
and drug abuse, and exercising at least three times per week. The Nebraska Health System has an 
incentive called ‘Wellbucks’, which employees earn by participating in exercise, healthy eating, 
screenings, etc. Employees can then trade in Wellbucks for paid days off, gift certificates, and 
other things (Dursi, 2008). 
A critical factor in this field of research pertaining to personal wellness and job 
satisfaction is the influence both factors have on professionals in the realm of education 
(Desmond, 2009). Teacher job satisfaction is an area of interest that deserves attention. Teachers 
are critical to the school environment because they are the largest professional group and interact 
the most with the students (Barth, 1991).  He found that when teachers felt positively about their 
position, they had positive influence on the students and the school. The reverse is also true: 
when teachers had negative feelings about their position, they negatively impacted the students 
and the school. Since teachers are the key element for school effectiveness, it can be argued that 
it is timely to be paying attention to all the dimensions of a school’s environment that can affect 
the wellbeing of the organization. 
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With this in mind, it is important for school leaders to be aware of how their behaviors 
affect teacher job satisfaction. Studies have provided evidence that effective interpersonal 
relationships between principals and teachers lead to positive job satisfaction for both parties 
(Johnson, 2004). Research has also shown that the quality of support teachers receive from 
principals is associated with teacher job satisfaction. In fact, the most successful teachers were 
those who had mutually supportive, positive relationships with their principals (Edgerson, 
Kritsonic, & Herrington, 2006). The more positive the relationship is between teacher and 
principal, the greater the job satisfaction, which leads to an increase in student achievement. 
Munnel (2013) found that dissatisfied teachers had a significantly negative impact on 
their students’ achievement. These negative feelings can be attributed to the fact that teaching is 
a highly stressful career and are shown to result in teacher stress and attrition. Factors leading to 
stress are often related to professional pressure, increased accountability, poor working 
conditions, poor student behavior, and lack of administrative support. If these issues are not 
addressed, the matter of teacher attrition begins to be shown; simply meaning, teachers leave the 
profession entirely. 
Statistically, the highest rate of attrition occurs among new teachers; approximately 30% 
of teachers leave the profession within their first three years, and nearly 50% leave by their fifth 
year due to professional stress (Ingersoll, 2001). These statistics are worrisome for the future of 
education.  
This is an area that is not thoroughly understood or well-promoted among educators. 
Research is needed to show more benefits for employees seeing the benefits of promoting 
wellness in the field of education. This study will examine the possible relationship between 
5 
 
wellness and job satisfaction among educators. Therefore, it is important for educators to be 
aware of how their personal wellness affects their job satisfaction (Eklund, 2008). 
Background to the Study 
This research study seeks out to link wellness and job satisfaction specific to a group of 
independent schools in the mid-south region. These schools are composed of secular as well as 
faith-based institutions. The impact of stress within the field of education is identified (Flook, 
Goldberg, Pinger, Bonus, & Davidson, 2013). More specifically, the stress among independent 
schools will also be defined, hence explored and studied. 
Independent schools are used interchangeably in this study with private schools dating 
back to the sixteenth century, which predated the beginning of formal education. The 1960s 
brought an increase in private schools (Education Week, 2000).  There are approximately two 
thousand independent schools across the US today providing education.  Each independent 
private school is driven by an educational mission and shared commitment among leadership 
teachers, parents and students (Carper & Hunt, 2009). 
The National Association of Independent Schools (NAIS) (2012) has said that the 
advantage of an independent school educator allows an employee to seek to choose a philosophy 
and approach right for the individual and gives teachers a lower student teacher ratio at times. 
According to Clark (2013), teacher stress among private school teachers can be as high, if not 
higher, than that of public school teachers. The turnover rates revealed by report higher rates 
with factors such as stronger demands and lower teacher pay. 
This research study focus group represents independent schools offering a high quality 
educational opportunity with professional growth opportunities and collaboration, which are 
distinguishing features for the field of education. Each school is distinctive in makeup 
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representation its own mission and educational environment. There are approximately 30 schools 
represented in this focus group. They range in size and grade. The range of formation dates back 
as early as the 1900s.  There are also schools in existence within the last 10 years. Within the 
independent school community, the requirements vary among teachers. Some schools require 
licensure while others may not (“What are the Requirements,” n.d.). 
A study by Pearson and Moomaw (2005) compared stress levels of private school 
teachers versus those of public school teachers. The stress levels of private school teachers were 
lower than average yet both fell within the moderate range.  Teacher turnover rates for 
independent schools researched showed that, according to Ingersoll (2001), in contrast to public 
school teachers, private school stand for higher rates of turnover. This study suggests initiatives, 
programs, and organizational sources must be addressed. 
This study while focusing on wellness and job satisfaction among teachers as a whole 
recognized the need to study private school educators. There is a missing link that gives 
researchers a need to identifying the importance of wellness and job satisfaction and hypothesis 
significance within these two variables. 
Statement of the Problem 
        There is a need to increase teacher job satisfaction. In 21st century education, there is a 
steadily increasing demand for educators to provide and improve student achievement. Literature 
includes studies stating that the field of education must become accountable to recruit and retain 
healthy, happy, and excellent role models for our nation’s schools (Bracey & Molnar, 2003). 
They also recognize that the field of education is in trouble and that wellness must take top 
priority. Administrators must hire healthy people. They must make wellness a priority to their 
educational environment. The culture of a school must encourage healthy eating, regular 
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exercise, wholesome relationships, and a passionate and energetic approach to the workday, all 
of which only occur when mind body and soul are nurtured (Boyce, 2014). 
Teacher retention is of growing concern. According to Ingersoll and Smith (2003), 
anywhere between 40 – 50% of teachers will leave the classroom during their first five years. Job 
turnover is normal in any profession, but in education the turnover rate is four percent higher 
than other profession.  Businesses are being held accountable and are feeling the pressure to 
make sure that their employees are given opportunities to focus on their own personal wellness. 
Numerous researchers such as Zellmer (2004) have also explored and communicated the 
alarming rate of teacher stress. Given the current focus on personal wellness and job satisfaction 
in the corporate world, this study examines the relationship between personal wellness and job 
satisfaction among independent school educators. 
Research Questions 
1. Do faculty members in faith-based-associated and secular independent schools 
assess their personal wellness as being equally robust (sound) with respect to 
mind, body, and sprit, both across and between types of institutions? 
2. How satisfied with their jobs are faculty members in faith-based-associated and 
secular independent schools, both across and between types of institutions? 
3. What is the strength of relationship between faculty members’ self-assessed 
personal wellness and their job satisfaction? 
4. Is there a significant difference in the strength of relationship between faculty 
members’ self-assessed personal wellness and their job satisfaction by their 




Purpose of the Study 
The purpose of this study is to observe, describe, analyze, and determine the relationship 
between personal wellness and job satisfaction among independent school educators. The 
researcher sought to determine four factors: how independent schools perceive personal 
wellness, how independent schools perceive job satisfaction, what is the link between perceived 
personal wellness and perceived job satisfaction, and what is the relationship between personal 
wellness and job satisfaction in regards to selected demographic variable in the independent 
schools. 
Assumptions 
 Evidence has been found in research to support the idea that business cultures that 
promote personal wellness also have increased overall job satisfaction by employees. This study 
assumes that if personal wellness is prioritized, then job satisfaction will be strengthened, 
thereby increasing the level of teacher retention. 
Definitions of Terms 
Attrition. The number of employees (i.e., teachers) who have left their teaching 
positions; also called “leavers” (Ingersoll & Smith, 2003). 
Burnout. The chronic perception of one’s unsuccessful attempts to address unrelenting 
stressors and the inability to cope with life’s demands (Maslach, 1982). 
Climate. The description of people’s shared perception of the quality of the environment 
or work unit; the totality of our surroundings (Halpin & Croft, 1963). 
        Coping. The strategies and techniques people use to manage the demands of stressful 
events; it is directly related to someone’s emotions and sense of wellbeing (Folkman, 2010). 
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        Culture. The values, beliefs, traditions, that are the essential elements in determining 
how individuals react to things, where they commit their energy, and what captures their 
enthusiasm, all of which shape their environment (Green, 2010). 
        Emotional Intelligence. The aptitude at identifying and managing emotions and 
relationships in a way that is healthy and constructive (HeartMath.com). 
        Employee Retention. An effort by a business to maintain a working environment, which 
supports current staff in remaining with the company; aimed at addressing the various needs of 
employees to enhance their job satisfaction and reduce the substantial costs involved in hiring 
and training new staff (BusinessDictionary.com). 
Faculty. Those who are educated and trained specifically for positions within the 
educational community (http://www.ksbsrb.org/pdf/statutes_regs/102-1-12.pdf).. 
Independent Schools (Private Schools). These schools are funded and governed 
privately; have unique missions; admit students and hire teachers based on their own criteria; and 
create their own curriculum (http://www.isacs.org). 
Job Performance. Measured by the relationship between employees’ actual and 
expected contribution (per their position) and a standard period of time (Motowidlo, 2003). 
Job Satisfaction. How people feel about different aspects of their jobs and their jobs as a 
whole; a related constellation of attitudes about various aspects or facets of a job (Spector, 1997). 
Life Balance. The amount of time one spends doing one’s job compared with the amount 
of time one spends with his or her family or doing things one enjoys (Cambridge Dictionaries). 
Mindfulness. The awareness and ability to comprehend one’s own self of existence in 
society and their surroundings; the binary opposite to absent-
mindedness  (http://www.PsychologyDictionary.org). 
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Moral Values. An individual’s understanding or grasping of wrong and right principles, 
conscience, ethical and religious standards, social attitudes, and how it applies to their own 
behaviors (Buzan, 2001). 
Motivational Theory. Maslow's motivational hierarchy implying that the higher needs of 
self-actualization and the need for knowing are emphasized in real life due to their general 
importance in everyday living (Maslow, 1970). 
Physical Health. A state of complete well-being and physical health in which an 
individual is mechanically fit to perform their daily activities and duties without any problem 
(http://www.cheshireeast.gov.uk/social_care_and_health/health_advice/physical_health.aspx). 
Professional Development. Specialized training or education for administrators and 
teachers to help them develop and improve their careers and abilities 
(www.edglossary.org/professional-development). 
Retention. The ability of a company to keep its employees and stop them from going to 
work somewhere else (Cambridge Business English Dictionary). 
Self-Awareness. The state of knowing about oneself; attaining insight into one’s own 
attitudes, motives, defenses, reactions, weaknesses and strengths; also called self-understanding 
(http://www.psychologydictionary.org). 
Self-Efficacy. A person’s confidence in his or her ability to perform a given task within a 
given environment (Bandura, 1977). 
Stress. A physiological and emotional response to a perceived demand which threatens to 
exceed the person’s capabilities and resources for meeting that demand and which is perceived to 
impose serious consequences in case the demand is not met (Friesen & Sarros, 1989). 
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Teacher. An individual who imparts knowledge to others about a given topic or subject, 
usually within a school, college, or university environment (http://www.oxfordindex.oup.com). 
Teacher Job Satisfaction. How teachers perceive their levels of happiness as they relate 
to various aspects of their jobs, such as work environment, students, administration, school 
policies, etc. (Betancourt-Smith, Inman, & Marlow, 1994). 
Teacher Perception. Thoughts, personal points of view, understanding, knowledge or 
values that influence behaviors (http://digital.library.okstate.edu/etd/umi-okstate-2361.pdf). 
Teacher Stress. The physical, mental, and emotional reaction to professional pressures. 
Common symptoms are depression, anxiety, frustration, and anger (Kyriacou, 2001). 
Wellbeing. A state of contentment in a person’s life in which he or she is in good mental, 
physical, and emotional health (http://www.psychologydictionary.org). 
Wellness. An active process in which a person makes conscious choices to achieve and 
maintain higher quality of life (Hettler, 1984). 
Workplace Wellbeing. The ability of a work environment to allow and help employees 
to achieve and maintain mental, physical, and emotional health (http://www.businessballs.com). 
Significance of the Study 
This study is significant to the field of education in that it explores and defines the need 
for personal wellness to be prioritized in order to fulfill job satisfaction. In addition, this study is 
important to schools to help their employees achieve personal wellness. A better understanding 
of this relationship allows schools to explore ways they can build the culture to promote the 
success of their employees. This impact will allow the field of education to see better retention. 
This study responds to the need for awareness among educators. Literature speaks on various 
researchers who have conducted studies to prove that businesses are seeing success with personal 
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wellness and job satisfaction. Companies have embarked upon personal wellness journeys in 
order to set goals for their school leaders and employees. These companies also are seeking to 
model what they are promoting in their own lifestyles and work environments. 
Theoretical Framework 
The theoretical framework used for this study is Maslow’s Hierarchy of Needs (1943). 
This theory is referenced and recognized as the most widely stated motivational theory. The 
hierarchy of needs includes physiological, security, affiliation, esteem, and self-actualization. It 
provides an understanding of the relationship between various needs that can lead to motivation 
and satisfaction for work. 
This theory is based on factors that a human being needs to thrive and proposes that 
attitudes toward oneself can influence one’s work. This research draws on factors obtained from 
both internal and external results (Ryan & Deci, 2000).  Maslow’s view of satisfaction is the 
result of positive attributes that build on each other. Well-being is correlated to one’s work 
satisfaction and also to an environment that promotes self-fulfillment (Sheldon, 2001). This 
capability causes one to engage in the deliberate action of bringing about self-care. The 
dimensions of wellness incorporate mental, emotional, physical and spiritual aspects of one’s 
life, just as Maslow hierarchy of needs pyramid was developed in 1943. Teachers are human 
beings with various needs for satisfaction and self-determination. A study conducted by Deci et 







Limitations of the Study 
The study is restrictive because its findings only represent the independent school 
districts in a mid-south metropolitan area. The responses may not reflect all school settings and 
do not provide for generalization due to differences in geographic location, school size, and 
faculty composition. Results of the study are also based on faculty perceptions, which are 
subjective and may be affected by variables not included in this study. 
Delimitations of the Study 
This study does have control over the sample size and the geographical regions chosen. 
Due to the potential large number of participants the researcher chose to focus on independent 
school educators in the mid-south metropolitan region. Furthermore, a survey instrument was 
used to collect the data. 
Organization of the Study 
This study is organized into five chapters. Chapter 1 is the introduction to the study. The 
chapter includes a background of the study, a statement of the problem, purpose of the study, 
research questions, significance of the study, limitations, delimitations, assumptions, theoretical 
framework, definition of terms, organization of the study, and a summary. 
Chapter 2 consists of a review of literature as it relates to personal wellness, wellness 
programs and businesses, culture of organizations, school culture as it relates to stress and job 
satisfaction for teachers and the need for a wellness model in education to promote a culture for 
retention. 
Chapter 3 focuses on the methodology used to conduct the study. To analyze the data, the 
study used a description of participants, instrumentations, research questions, procedure, data 
collection, data analysis, and limitations. 
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Chapter 4 presents an analysis of the data and findings of the study. The chapter is 
divided into the following sections: study design, sample of participants and demographics, and 
quantitative findings and answers to research questions. 
Chapter 5 includes the following: the discussion and implications of the findings, the 
relationship of the study to prior research, implications of limitations, recommendations for 




Chapter 2: Literature Review 
Introduction 
        The purpose of this literature review is to explore personal wellness and job satisfaction 
among teachers. As one will see, literature abounds with studies that address the importance of 
culture and the stress that teachers face (Jarvis, 2002). Cultivating teacher renewal is a 
preventative measure that can be taken to guard against stress, burnout and attrition (Larrivee, 
2012). Employers are beginning to realize the true significance of personal wellness and are 
recognizing the need to provide a climate and culture conducive to self-care among employees 
(Srivastava, 2008). 
        The major components of this study, personal wellness and job satisfaction, will be 
identified and discussed by subdividing the review of the literature into the following sections: 
culture, wellness, wellness culture in business and business programs, and the importance of 
school culture within secular and faith-based associated schools. This review also includes the 
emerging theme that future research should emphasize personal wellness and job satisfaction, 
specifically among independent schools. In light of the research question, the related literature 
provides the background necessary to guide the formation of a conceptual bridge between the 
concepts of personal wellness and job satisfaction. 
Culture 
An organization’s culture is known to dictate the personality for which it represents. It 
can be seen as a set of behaviors, attitudes, and policies that come together as a system and as an 
integrated pattern of human thought, communication, action, belief, and values. Culture shapes 
an individual’s experiences, perceptions, and decisions. It is also a major influence on the 
climate surrounding an individual or organization. The attitude of an organization is based on the 
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beliefs and values it represents. The strength of agreement between an individual and their 
organization’s values should represent the identity of both parties individually and collectively. 
If an individual is said to be culturally competent, it is implied that the individual has the 
capacity to function effectively and cultivate an environment that fosters overall personal 
wellbeing (Kotter, 2012). 
Data collected by Boyce (2014) emphasizes that a cultural shift takes time and that a 
culture needs to be created around the wellness movement first. The data also seemed to support 
the conclusion that a healthy life balance must incorporate physical, mental, and spiritual 
wellbeing, all in partnership with work. This culture must be carried out into the community. The 
forging of an employee’s strong relationships with their colleagues positively impacts team 
morale. Meeting personal goals allows them to go from personally driven to culture driven. 
Wellness represents a balance that can be developed by employers striving to deeply connect 
with their employees by offering ways to help with their personal struggles. In turn, employees 
will feel committed to the business the same way the business is committed to the employee’s 
wellbeing. This, tied together with the mission, will promote energy and passion. 
 Research conducted by the Canadian Centre for Occupational Health and Safety (2012) 
indicates that workplaces should take measures to make a positive impact on the mental health of 
a worker. The culture of a workplace affects an employee’s mood, level of anxiety, and level of 
morale. These characteristics have the power to define a workplace as either healthy or 
unhealthy. 
Work is a place or environment in which an individual spends is a large amount of time 
in their life. Companies should see that improving their employee’s health comes by their efforts 
to increase health awareness and provide opportunities and incentives to promote positive health 
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behaviors among their employees. Personal lifestyle choices affect an individual’s overall 
wellbeing as well as their workplace behavior. Organizations are beginning to assume 
responsibility for the wellness of their employees, and for good reason. Analysis by Rivkin, 
Hanushek, and Kain (2005) revealed that 33% of Americans leave their job due to the climate of 
their work.  One’s mental health is an important part of a healthy workplace and the wellbeing of 
the workforce. Companies should, therefore, focus on ways to nourish the mental and physical 
health of their employees (Clay, 2014). 
Wellness 
Wellness is an active process in which a person consciously chooses to behave, think, and 
feel in a way that best fulfills his or her life’s needs. There are several dimensions of wellness; 
emotional, physical, and spiritual. The physical dimension involves one’s strength, health, and 
endurance. The emotional dimension is how one can cope with stress and accept feelings. 
Spiritual wellness exists when one can explore and connect meaning to life. Finding enrichment 
in one’s life and work allows encourages overall life satisfaction and boosts personal 
performance. Wellness is about learning how to live with your whole self and how to take charge 
of making choices, all while honoring your heart, soul, and mind (Travis, 2014). 
Having spent years investigating this topic, author Brown (2010) found that what defines 
wholehearted living is the ability of an individual to engage in life by feeling worthy. 
Wholehearted living means thinking to oneself, “yes, maybe I am imperfect and vulnerable, but 
that doesn’t change the fact that I am also brave and worthy of belonging.”  
        Lyons and Mark (2010) strongly contended that cultures that embrace the wellbeing of 
the mind, body, and spirit also show improved existential connections, reduced anxiety, and 
improved physical and mental health. In addition, wellbeing supports a culture’s religious beliefs 
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and practices and provides a psychological mechanism to cope with trials. Prior studies strongly 
indicate that mind, body, and soul are connected to improved health and form a foundation of 
values that lead to what is important in life.  
Drawing on research exploring Orem’s theory of self-care, we argue that deliberate 
expenditure of energy and time to perform self-care activities is required for wellbeing and good 
health, including rest and relaxation. Self-care deficits indicate that an individual’s health 
concerns can be related to an inability to balance rest and activity. This balance is the foundation 
for health and wellbeing. Kumar (2007) conducted research using an experiential approach, 
which emphasized that in order to experience personal wellbeing, one must understand what 
causes stress. 
        A rise in the wellness trend is inevitable due to external factors such as rising health care 
costs, but also due to internal factors such as individuals reaping personal, health-related rewards 
as they embrace and lead a healthy lifestyle. The concept of wellness includes things like clean 
eating, exercise, mindfulness, and awareness, to name just a few. Making wellness and action 
into high-visibility themes will spark conversations among individuals about health and fitness, 
resulting in a furthering of the wellness trend. Similarly, the culture of fitness is contagious. The 
new culture of wellness also seeks to redefine the understanding of mental health and is leading 
an effort to change a person’s lifestyle habits and choices. In his book Younger Next Year, 
Crowley (2004) discusses methods that can be used to focus not just on the time in our lives, but 
also on the quality of our lives. Wellness habits keep an individual more focused, motivated, and 
accountable, as well as better equipped to help those around them. 
Physical: The Body. The choices one makes regarding what to do with his or her body 
set the tone for everything else in one’s life. Physical health influences one’s mental, emotional, 
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and spiritual health and has an impact on one’s financial well-being, as well as other issues 
surrounding their life. The energy and alertness that comes from one’s physical state of health 
aids in making choices for the other components of their life. Healthy physical habits are a key to 
success and are essential for the way one thinks, makes decisions, and relates to others (Warren, 
Amen, & Hyman, 2013). Researchers from several universities investigated the reduction of 
stress through exercise. It is clear from this study that that employers can help employees 
improve their balance of work and life by encouraging them to participate in some type of 
exercise. It was revealed that adding some sort of physical activity to an individual’s day could 
help reduce their level of stress. Employees doing a brief activity that takes them away from their 
office and the stress of their daily work environment would accomplish this goal. It is clear from 
recent research (Dick Jones Communications, 2014), that exercise allows individuals to 
psychologically detach from their work. Sleep is also a key component to keeping one’s body in 
a healthy state. 
Kabat-Zinn (2013) asserted that mindfulness is the practice of connecting the body and 
mind on a deeper level of inner peace. It can also be seen as the ability of an individual to derive 
personal meaning internally, while also submitting to a higher power. An excellent example of 
mindfulness is the practice of yoga. The founder of the Institute for Mindful Leadership and 
former top executive at General Mills, Janice Marturano, currently concedes that meditation has 
moved into every segment of our lives and has been lauded as a stress reducer that brings 
productivity and passion into one’s life (Macvean, 2015). She continues to see more businesses 
and academic institutions investing in mindfulness. Through her efforts, General Mills has 
dedicated mindfulness rooms as a part of their company. Being mindful allows one to be aware 
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of distraction, and then escort the mind back to the present moment. Kabat-Zinn (2013), whose 
technique aims to promote holistic wellness, first developed this idea. 
Emotional: The Mind. People or events do not control us; rather, we are controlled by 
the perceptions we make of these people or events. All people experience criticism. This 
perception is the way we interpret the outside world into our own inside world. Our perception is 
one of the largest influences on what dictates our behavior (Warren et al., 2013). Self-
enhancement is the type of motivation that maintains people’s self-esteem and helps them feel 
good about themselves. There are seven strengths that predict satisfaction: a mindset of gratitude, 
optimism, curiosity, self-control, grit, and curiosity (Seligman, 2006). 
Mindfulness training involves one’s awareness of wellbeing and how that plays on the 
present moment. Kornfield’s (2001) study supported the notion that mindfulness increases the 
positives in daily life and also fosters the emergence of healthy work and emotional self-
regulation. Findings from the research by Fredrickson and Joiner (2002) illustrate how one’s 
proper management of emotions led to an increase in personal stability as well as reductions of 
stress. Emotional competency can be defined as the ability to experience a broad range of 
emotions, and then process those emotions effectively. It also encompasses the ability of an 
individual to bounce back to an emotional state that is functional and comfortable. 
Spiritual: The Soul. Spirituality can be defined as the personal search for meaning and 
the willingness to believe in something or have faith (Tanyi, 2002). Extensive research has 
shown that spirituality includes characteristics such as a feeling of increased strength, a sense of 
hope, and increased wellbeing. These characteristics have proven effects on one’s quality of life, 
their ability to cope with stress, and their feeling of inner peace. This, combined with the ability 
to connect with others, directly relates to mental health wellness (Ellerman & Reed, 2011). In 
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summary, the constructs of spirituality along with an individual’s desire to have purpose and 
connection enhance one’s wellbeing and quality of life. 
Researchers and authors Rick Warren, Daniel Amen, and Mark Hyman (2013) are 
recognized collectively as experts on the necessary components of wellness. Their book, The 
Daniel Plan, strongly contends that achieving a healthy lifestyle results from the ability for one 
to connect food, fitness, focus, friends, and most importantly, faith. The Daniel Plan emphasizes 
faith because spiritual health gives an individual the foundation for building healthy habits and 
perspectives for wellness in the other areas. Unhealthy choices leave one drained of physical and 
mental energy. Spirituality is a verb as it is active and provides one with a life mission to fulfill. 
With spirituality, God’s plan and purpose allow failures to be redefined as setbacks. They also 
allow stumbling blocks to be redefined as stepping-stones used to depend on Him for direction 
and guidance (Warren, Amen, & Hyman, 2013). 
Wellbeing not only includes the importance of one’s mind and body, but also the 
importance of one’s spirit. Connecting the health of the body with the health of the mind and 
spirit can be a struggle at times, but creating that connection brings utmost fulfillment when we 
are submissive to our faith. It is an attitude and awareness that the human creature requires more 
than just fulfilled physical and mental needs; there is also a spiritual component. Wellness 
contributes to an individual’s purpose and meaning in life by allowing one to love what they do 
(Morris, 2014). Mediation is where the process of mindful living begins. 
Vibrant living can be defined as connecting one’s body and emotions with their life’s 
purpose through spirituality (Hallett, 2014). Meditation and prayer are ways to clear the mind of 
worries and distractions by listening to the still, small voice of God. Previous studies have shown 
that people who meditate regularly are better able to pull together information and perception 
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from different regions of the brain. Recent data reveals that prayer and meditation have an 
impact on the part of the nervous system that helps regulate blood pressure and the immune 
system (Farr, 2001). 
Mindfulness is the ability to cultivate an unbiased and nonjudgmental focus and 
awareness within the present moment. Mindfulness keeps an individual from being carried away 
by unhealthy thoughts. Findings from research conducted at Lund University by Sundquist et al. 
(2014) have shown that meditation-based awareness and mindfulness programs are successful in 
treating depression, anxiety, and other mental health disorders. These programs can range from 
spiritual retreats to medical facilities. 
The ability to feel holy moments in our life results from the desire and discovery to aim 
for non-judging living. This feeling comes from the ability to stop being professional and simply 
focus on being relational with one another by respecting them, valuing them, and engaging in 
wholeness as a harmonious function with one another. This is what connecting through body, 
spirit, and mind represents. Each individual is an expert in his or her own life. No one can judge 
the quality of another person’s life, as an individual can only judge his or her personal quality of 
life. The primary function of religion is to explain a person’s the model of life and their set of 
beliefs.  
        A historical understanding of the concepts of health and wholeness dates back to early 
Christian times during which the church ministered to the whole person as the concepts of body, 
mind, and spirit were thought of as one entity. The 21st century brought an increase in knowledge 
of psychology, which began a shift into the dichotomy of body and mind, thus leaving out 
spirituality. Care of the body and mind was the work of the health profession and spirit was the 
work of the faith community, yet roles of the faith community regarded health and wholeness to 
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be based in faith traditions and the particular beliefs, customs, and rituals related to health and 
the higher power. Spirituality is recognized as a concept that is found in many cultures and is a 
factor that contributes to health in people. It is expressed especially during a person’s search for 
meaning (Maloof, n.d.). The integration of mind, body, and spirit can be complex, but the 
integration brings change and self-empowerment for an individual. According to the World 
Health Organization (2014), spirituality designates an individual as different from the rest of 
creation. This healthiness is a component of the body being relieved of pain, the emotions being 
freed from fear, and the spirit’s need for hope. 
Nelson, Dell’Oliver, Koch, and Buckler’s (2011) research led to his presentation of a 
self-care strategy for professionals who are seeking to create a personal plan of care for wellness 
that includes caring for the domains of body, mind, and spirit and learning to identify stressors 
that affect each domain. Stressors of the body include tension, back pain, blood pressure issues, 
joint pain, headaches, and exercise. Stressors of the mind include worry, expectations, 
depression, mood swings, and low self-esteem. Stressors of the spirit include lack of meaning, no 
time for prayer or God, and emptiness. Elements of spiritual wellness include prayer, reading, 
disconnecting and connecting with senses, and self-reflection. Engaging in a state of mindfulness 
by thinking over one’s attitude and gratitude is a way to refresh and connect one’s mind, body, 
and spirit. The spiritual aspect of self-care is a vital part of a person’s plan of wellness. 
        Spirituality is recognized as a concept that is found in many cultures and is a factor that 
contributes to health in many people. It is expressed especially during a person’s search for 
meaning (Maloof, n.d.). The integration of mind, body, and spirit can be complex, but the 




Spirituality in the Workplace 
 Studies have found that incorporating spiritual components into the workplace is 
associated with better results for both employers and their employees. For example, Marschke, 
Preziosi, and Harrington  (2009) surveyed 180 non-traditional MBA students and found the 
participants’ views of spirituality is positively correlated with how they feel about their work and 
job descriptions. These MBA students reported they felt practicing their own spirituality within 
their work place gave them a higher level of personal job satisfaction. They also reported, 
however, that they did not feel it affected the overall organization. Another study, on the 
contrary, found that MBA students with higher self-reported spirituality also felt an increase of 
commitment to their work and/or organization (Milliman, Czaplewski, & Ferguson, 2003). The 
increase of commitment to work was supplemented by the fact that they felt their work was more 
meaningful and there was a sense of community among work colleagues.  
 Van der Walt and De Klerk (2014) surveyed both health care and educational employees 
in South Africa. Educators reported higher scores of workplace spirituality than did those 
employed in health care. Respectively, educators also reported significantly higher levels of job 
satisfaction than did those in health care. The educators reported they felt their workplace held 
more spiritual values than did the health care workers. These values were found within mission 
and vision statements and were consistently used as references for shaping work culture. 
 Trends of higher job satisfaction and its association with spirituality have been found in 
studies of principals and teachers in Iran as well. Yahyazadeh-Jeloudar and Lotfi-Goodarzi 
(2012) used a spiritual intelligence scale to survey 177 MA and BA teachers. Their results 
showed there was a significant relationship between spiritual intelligence and job satisfaction. 
Teachers with higher spiritual intelligence reported more positive attitudes toward their work, 
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supervisors, and their relationships with colleagues. Along the same lines, another study found 
that spiritual leadership among high school teachers and principals was associated with a 
significantly higher quality of work life, job satisfaction, and productivity (Ghasemizad, Zadeh, 
& Bagheri, 2012).  
Wellness Culture in Business and Wellness Programs 
The Power of Why: Breaking Out in a Competitive Marketplace, a book by Richard 
Weylman (2013), explains in depth the nature of a culture of promise in the business world. He 
stresses that a business must develop their organizational culture into one that is purpose-driven 
and devoted to fulfilling promises on a consistent basis. Developing this new culture may require 
behavioral changes among workers and will have many obstacles. The seed of this new culture 
must be sown, nurtured, and developed to show results in the personality of the business, the 
emotional climate of the workplace, while keeping in mind the influence of traditional customs. 
Harvard Business Review suggests that vision, values, practices, people, narrative, and place are 
the six components that must be involved when creating a positive business culture (Coleman, 
2013). By enhancing an organization’s culture finding ways to manage stress, businesses can 
foster more effective and productive employees and lower their healthcare costs. 
Proper planning is also imperative to fostering a good workplace culture. Harmony 
Coaching and Consulting (2007) teaches their clients that one of the most common mistakes 
companies make is not planning a vision and mission within the company culture. According to 
survey results provided by Workplace Dynamics (2014), respecting relationships and seeking 
employee value is an effective, intangible way for businesses to increase job satisfaction, while 
pay and job security are similar, but less tangible attributes. The survey included 22 questions 
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covering seven factors on how employees feel about their day-to-day job as well as issues such 
as training and work-life balance. 
Richard Johnson, CEO of the Governors Foundation for Health and Wellness, challenged 
employers to focus on establishing a culture of health in their workplace (Tennessee Newsroom, 
2013). He encouraged businesses to join in the workplace wellness movement by starting a 
wellness program if there is not already one in place. He added that healthy organizations are 
eager to encourage each other’s progress in the workplace wellness movement. In community 
businesses, onsite resources are crucial. Similarly, community places of worship and schools are 
encouraged to provide healthy activities and choices. 
Staff wellness is an increasingly necessary consideration in today’s work environments. 
Wellbeing is ultimately a person’s ability to want happiness and healthy living or accept the fact 
of feeling bad or living unhealthy.  Healthy workplace wellbeing means not allowing work to 
undermine the needs in our life. Personal wellness plays a significant role in our careers. One 
choices can lead to fulfillment only if one chooses the ability to correlate mind, body, and soul to 
one’s overall wellbeing. An employer can see it their duty to an employee’s wellbeing as a factor 
in their performance quality. Therefore, employee wellbeing is a reflection on the business’ 
overall effectiveness. Workplace wellbeing has many variations (Kumar, 2007). 
A healthy workplace means in such a place, the physical, emotional and spiritual health 
of employees is to take considerable priority. Wellness promotion doesn’t just benefit the 
employer; it is also what retains the fulfilled employees. Numerous organizations are creating 
health solutions that address the issues of maintaining a healthy workplace. One such 
organization, the Healthy Communities Division of Health Canada, commissioned a status report 
addressing work-life conflict that assessed over 30,000 employees (“Workplaces that Work,” 
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n.d.). The report suggested that an employee’s work-life balance is a self-defined, self-
determined state of wellbeing in which a person displays the ability to manage responsibility. 
Poor health habits lead to lower employee productivity. Previous studies have analyzed 
the need for wellness programs that focus on retention and health improvements. Dursi (2008) 
offered a descriptive account of the impact that health programs have had on increasing worker 
productivity and improving employee’s overall health. Fifty-six percent of surveyed employees 
agree that health and wellness programs are an important factor in their decision to leave or stay 
at a job, while 60% report that they actively participate in a wellness program. Further findings 
from Dursi’s (2008) research revealed that stress management programs are the best liked, 
followed by fitness programs, disease management programs, and nutrition seminars. According 
to Fronstin (2001) at EBRI, employee recruitment and retention was identified as one of the main 
reasons businesses establish health programs. Upon review of the extensive literature on this 
topic, it is difficult to ignore the positive correlation between health programs and employee 
retention. 
It is imperative to realize that there is some blurring of boundaries between work and 
home. Be watching for red flag behaviors, as one should not keep their home life entirely 
separate from their work life. It is not healthy for an individual to detach their personal thoughts 
and emotions from their daily dealings at the workplace (“A Working Balance,” 2008). With the 
significant amount of time one spends at work, individuals will have personal responses to the 
expectations and responsibilities associated with their work. Healthy responses in thought and 




It is clear from recent research (Wolff, 2008) that an effective program may need to be 
more complete in nature; going beyond the workplace environment and integrating home and 
health needs. Individuals must seek to keep all facets of their life balanced for the good of their 
health. A working balance involves creating healthy habits on the job to improve the individual’s 
work life balance. Most people strive to do their best possible job on a daily basis, as one’s sense 
of accomplishment is based on how well they perform and how much they contribute to their 
workplace. 
However, sometimes this balance is compromised due to various and unforeseen life 
circumstances. Employers should account for these mitigating circumstances in their employee’s 
care plans. Campbell et al. (2012) from the National Business Group on Health put together an 
informative guide on how to implement health promotion and prevention plans suggesting that 
employers should assess the model for preventive care commitment and measure the success of 
this type of care. Practically, both employer and employee should be equipped and prepared for 
any circumstance by taking a preventative approach. 
It is also important for an individual to have a balance of needs. This means one is able to 
focus on reducing personal stress and balance their time, talents, and energy, resulting in an 
increase in professional satisfaction. Promoting healthy stress management tactics within a 
company keeps employees healthier and happier and keeps the company stronger and more 
productive. Satisfied employees who have lower stress levels are also more likely to continue 
working for their current employer (Health Advocate, 2009). The key to a company’s success is 
for them to fully commit to improving the wellbeing of all employees. Individuals can begin to 
buy into their company’s program by including their health as a factor in daily decision-making. 
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Forming this habit will make it easier to choose positive constructive actions over destructive 
ones. 
In their extensive analysis on the topic of resilience in health professions, Lim, Hepworth, 
and Bogossian (2011) found that all professionals face numerous stressors within their 
workplace, some of which include time, workload, and emotional pressure. These stressors were 
proven to personally and professionally affect the physical and mental wellbeing of health 
professionals. Therefore, it is imperative that a preventative plan is adopted. The adoption of a 
resilience program should be explored as a means to reduce negative stress and increase 
positivity in employees. An informative report gathered by Rice University, sought to 
individually and collectively review the characteristics that develop resilience in employees. It 
was concluded that the interaction between the personal and professional life of individuals in 
helping professions plays a major role in the development of their resilience and coping skills in 
the presence of stress (Gaines, 2006). It is important to note that stress can flow both ways. 
Someone’s personal stresses can easily follow him or her into the workplace. One’s job related 
stresses could also leave work with them internally and affect their life at home.  
Barnett, Baker, Elman, and Schoener (2007) asserted that the concept of self-care should 
be emphasized and promoted in the personal and professional facets of one’s life. It is commonly 
believed and scientifically shown that in a profession where one is caring for and leading 
individuals, and where there is an emphasis on relationships, practicing self-care can induce 
personal and professional growth. The same study also indicated that practicing self-care is 
imperative to prevent feeling overwhelmed. Proper self-care is a process and a choice that 
involves an individual implementing a plan to obtain overall personal wellness. 
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One of the best ways to make personal wellness a priority is to choose positive actions. 
Professional efficiency is contingent upon the extent to which we take care of ourselves 
personally. Individuals in the workplace should initiate a renewal of hope and purpose about 
their work and should commit to the regulation and enhancement of their personal self-care 
routine. The plan to achieve this goal can include one identifying and implementing personal and 
professional goals. A plan of self-care can ease one’s feeling of being overwhelmed or stressed 
by work and can reinvigorate one’s sense of competence and self-awareness, which in turn will 
enhance all areas of their life (Ryan, Patrick, Deci, & Williams, 2008). 
Employees that make healthy choices at home tend to choose employment settings that 
hold the same values. Corporate wellness programs and benefits are becoming much more 
common in employment packages. In fact, the emergence of corporate wellness initiatives into 
the common market was one factor that companies have used as motivation to begin efforts 
towards offering wellness opportunities for employees. One such company, Whitehead and 
Associates (2014), saw that many of their employees had adopted healthy lifestyles and wanted a 
supportive atmosphere in which to work. The company created an incentive program designed to 
reward employees for monitoring their wellness indicators and creating healthy habits. Another 
company, CVS Caremark (2014), built an incentive program called the “WellRewards” that 
armed employees and their families with tools that encouraged and rewarded a healthy life 
balance. 
A wellness journey involves eliminating unnecessary things in one’s life, centering on 
mediation, and simplifying areas such as dietary change, exercise, emotional intelligence, and a 
healthier work environment. There is a struggle for work-life balance. The Society for Human 
Resource Management asserts that motivated, committed, healthy employees are at the heart of 
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successful organizations. These are the employees that look forward to and are proactive about 
their work. A number of studies provide support that employees stay at a job longer when their 
employer offers a wellness program benefits. Researchers from Principal Financial (2009) 
developed a Wellbeing Index, from which they discovered that 47% of workers say they would 
participate in a wellness program to achieve better health overall. When employees take 
responsibility to keep fit and healthy, they work more efficiently. 
Job satisfaction is one’s level of contentment regarding the nature of his or her work 
position. This state of mind is one that impacts one’s level of personal satisfaction in addition to 
the obvious impact it makes on one’s level of career satisfaction. Some variance of the effect job 
satisfaction has on an individual can be attributed to what one values. Some individuals work to 
live, while others live to work. This difference in one’s placement of values can play a major role 
in the level of that individual’s job satisfaction (Butterworth et al., 2011). 
Findings from Lim et al. (2011) illustrate that all professions face various stressors. These 
stressors include the amount of work required for the job, the emotional stress associated with 
the job, and the overall personal health associated with the professional. As a result, it is 
imperative that companies adopt preventative measures to increase positive results to avoid stress 
for its employees. Also identified in this study were characteristics both personally and 
collaboratively that would enhance the qualities necessary for one to find resilience in the 
workplace. 
A study found that as individuals are more satisfied with themselves, they are also more 
productive at their jobs (Bright, 2008). This supports the idea that it is helpful for individuals to 
be mindful of their overall level of satisfaction with life. A work-life balance is strongly 
associated with self-care and job satisfaction. This balance is significant because a person’s 
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attitude will affect their behavior. Information collected by Kazi and Zadeh (2011) indicates that 
one’s dissatisfaction with their work is related to discontent in their personal life. Analysis of 
another study concerned with work life balance showed a need for the workforce to understand 
and operate in light of this phenomenon (Hyman & Summers, 2004). 
From review of related literature, Mathieu (2007) pointed out that compassion fatigue is a 
dysfunction affecting service professionals whose jobs induce physical and emotional exhaustion 
that carries back over into the workplace. These employees do their work well, but the overall 
fatigue of work leaves an employee incapable of concentrating and interrupts job completion. 
Literature gathered for the American Academy of Family Physicians documents that people who 
have good physical health and who are aware of their behaviors and feelings seem to have 
learned to better cope with stress. Job stress can interrupt an individual’s wellness (“Mental 
Health,” 2010). A good feeling about oneself transfers to the ability to form healthier 
relationships in life. The need for employers to improve daily wellness for their employees in the 
workplace also impacts employees’ choices away from their job. This support gives employees 
invaluable resources for lifestyle maintenance. 
Financial Finesse, Inc. (2011) reported findings from the American Psychological 
Association that identified the various behaviors that correlate to the escalating cost of 
healthcare. The research emphasized wellness, retention of employees, and the morale of the 
employees. Providing opportunities for companies to promote employee health was recognized 
by the study as the necessary outcome. Employers must respond to this outcome by creating a 
healthy workplace, which should lead to the lessening of health care cost. This approach to 
wellness allows employees to pursue and achieve balance in their personal and work lifestyles. 
One of the most important elements of developing good personal health is having healthy 
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relationships with other people. Humans have an innate need to create connections with others 
(Brown, 2010). Individuals are not meant to thrive, let alone survive, in isolation. 
Employers appear to be turning toward wellness programs to promote a healthy 
workplace environment. In one extended study, 48% of workers stated that they are encouraged 
to work harder and perform better (Principal Financial Group, 2014). The index also revealed 
that wellness programs can reduce the cost of health care for both employers and employees, and 
employees benefit from reduced stress in the workplace. Data from a survey of employers 
(Gaertner, Griffeth, & Hom, 2000) indicated that 79% agreed that their companies offer wellness 
programs, with 44% of that subset being midsized businesses. These programs are largely 
voluntary, the minority of program offerings being mandatory. There are various reasons for 
doing this, but the results concluded that employers are interested in improving their employee’s 
health and controlling overall health care costs. Future studies are essential to help support the 
notion that wellness programs develop satisfaction in employees, in turn raising company morale 
and attracting these employees to want to stay with the company. 
A growing number of U.S. companies are urging their employees to reach for healthy 
personal lifestyles and are making significant efforts to promote wellness (Early, 2013). 
Washington Occupational Health Associates (WOHA) (2009) recognize that protecting the 
health of each individual is of key importance to any organization. A study focused on the 
existing need to explore both applications and research of prevention strategies to minimize risk 
factors for work illness including psychological stress, which is recognized as a core indicator of 
an individual’s effectiveness (Cox, Baldursson, & Gonzalez, 2000). 
Findings from research show that one’s style of coping affected their job satisfaction 
(Mikkelsen, Ogaard, & Lovrich, 2000). It was also acknowledged that work motivation is 
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another distinct characteristic related to job stress. Indications were made, however, that the 
extent to which quality of life and instances of psychological damage contribute to perceived job 
stress has not been researched thoroughly. Analysis of another similar study found that most 
workplace intervention strategies that combined activities from different realms of wellness, like 
time management or relaxation exercises, are a critical part of supporting and promoting good 
employee mental health (Edwards & Burnard, 2003). The research seems to support the 
conclusion that focusing on an individual’s outcomes without taking into account his or her 
coping style produced a biased perspective regarding workplace stress. 
There are an abundance of published studies that have attempted to describe the 
environmental factors and personal characteristics that influence one’s job stress outcomes. 
Analysis of one study revealed that at an individual and organizational level, job stress is linked 
to a decrease in overall organization performance (Imtiaz & Ahmad, 2008). Future studies 
conducted on the school environment and its impact on the physical and mental health of 
teachers should pay special attention to how those factors affect job stress of teachers. Research 
is still needed to determine the impact a teacher’s wellbeing has on their level of job stress. 
Mental wellbeing and job satisfaction are two building blocks of a healthy organization and 
which ultimately determine that organization’s level of productivity. 
The Fallon Benefits consulting firm stands on the principle that companies are beginning 
to recognize the positive investment a wellness-minded workforce can be. Wellness activities 
can build camaraderie among coworkers (Sinderman, 2013). The wellness-minded workforce 
entails communicating to employees that retention and productivity are a priority and that 
companies should do whatever they can to budget help for employees to attain and maintain 
good health. Health benefits are attractive when recruiting, as potential employees do not want to 
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begin a new career in an unhealthy environment. Employers that share wellness goals with one 
another tend to have better working relationships and mutually share great ideas on how to 
improve workplace health (Sinderman, 2013). Fallon Benefits upholds that setting goals is 
important to get employees participating with involves motivating them with incentives through 
educating them on wellness best practices. 
        Numerous researchers conclude that wellness programs are part of the American 
landscape in the corporate world. As such, more than half of American larger corporations are 
offering programs that address health issues such as fitness promotion and smoking education 
and cessation. One third of these companies have a gym as well as other optional fitness 
opportunities. Wellness focuses not only on physical wellbeing, but emphasizes mental health as 
well. In a survey of physicians, it was widely recognized that one third of health related issues 
are also related to psychological concerns. These wellness interventions also have a significant 
impact on the status of a company’s financial status. The cost of absenteeism is tremendous and 
should prompt an increase in attentiveness to staff wellness in order to promote productivity in 
employees (Harter, Schmidt, Asplund, Killham, & Agrawal, 2010). 
According to Health Advocate Inc. (2009), the management of stress should be a strategy 
not overlooked, but emphasized as vital to the success of today’s American companies. 
American Psychological Association’s research implicates that two thirds of Americans say that 
the main source of their personal stress comes from their work. This can be attributed to the issue 
of life work balance (Health Advocate, 2009). Employees who are emotionally deprived are 
prone to fatigue and this leads to an increase in on the job mistakes. Rising health care costs are 
causing growing concern, as are the 200 to 300 billion dollars lost as a result of poor productivity 
levels. There is a need for organizational change and when stress reaches a certain level, 
36 
 
productivity stops and the bottom line suffers. It is estimated that one million employees miss 
work every day and that the occurrence of the phenomenon called presentism can be as bad as 
the phenomenon of absenteeism. The manifestation of absenteeism is visible in various ways. 
When employees spend more time on task, deliver poor quality work, and suffer from impaired 
social functioning, resentment, and anger. The cost of the mistakes stemming from absenteeism 
comes to about 150 billion dollars. Furthermore, the cost can be greater if employee stress is not 
addressed by the employer and can result in regular absenteeism or even resignation (Hanushek, 
Rivkin, Rothstein, & Podgursky, 2004).  
Ettner and Grywacz (2001) investigated the idea that health and work are connected 
intimately and conceded that the connection is not fully understood. They found that there are 
multiple physical and psychological facets of workers’ health that need to be identified and 
validated when creating a healthy job environment. The results positively connected motivation 
to working conditions showing that jobs offering quality health benefits should be created. Their 
findings also supported the argument that employees who were worried or stressed showed less 
motivation and a high-level of risk in the workplace. The employees that juggled life and work 
demands felt pressured by the modern workplace reality which involves long hours and mental 
toils on an employee. Therefore, it is the overworked and stressed employee whose health 
undermines their ability to meet the expectations of their job. It was ultimately indicated that 
individual personality characteristics such as anxiousness, sadness, and nervousness are related 
to job pressure. 
In 2008, researcher Maria Dursi conducted a survey to analyze if health promotion 
programs effectively reduce health care costs and specifically increase productivity and retain 
qualified employers. Her research asserted that quality health care is declining while there is an 
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increase in medical cost leading to an increase of the cost for employers who contribute to their 
employee’s health care plans. She also found that poor health habits not only represent a growing 
expenditure to the employer, but also lead to lower employee productivity. This in-depth study 
measured the influence of these initiatives and came to the conclusion that wellness programs 
have a significant impact on boosting morale in the workplace. These programs may vary in 
purpose but parallel in definition as interventions that apply to individual employees that can be 
clinical or behavioral in nature.  They focus on issues such as lifestyle habits, health awareness 
and improvements, unbalanced diets, disease management to name a few (Selecky, 2007). 
Topically, the programs that generated the most interest among employees were stress 
management, exercise and fitness, health insurance education, disease management seminars, 
nutrition seminars, and smoking cessation seminars. Another valuable study linked the benefits 
of lowering health care costs with the improvement of employee productivity, satisfaction, and 
retention (“A Working Balance,” 2008). The good news is that employers today are making 
strides to promote health and wellness in their companies because it has been shown that happier 
and healthier employees are also more productive. 
We are inundated daily with information from studies and research that highlight how to 
maintain health, addressing issues such as the risk factors of physical diseases as well as 
individual mental concerns. In fact, the American Heart Association (2014) finds a continuously 
increasing connection between stress and high blood pressure and hypertension. When business 
professionals shows that their general health habits are poor, this causes a significant climb in 
related health care costs to the employer as well as a significant decline of employee 
productivity. Rarely do individuals struggling with workplace problems seek help or advice 
about how to address those problems. They come for help and advice after the challenges in the 
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workplace have taken deep root and are becoming unmanageable. In response, employers have 
begun to implement employee wellness programs, plans, and benefits not only to decrease their 
health care cost overhead, but also to promote productivity in the workplace. This wellness 
dilemma has drawn the attention and input of organizations like The Center of Disease Control 
and Prevention, The Agency for Healthcare Research and Quality, the National Business Group 
on Health, and the International Foundation of Employee Benefits Plans. 
In order to increase engagement, productivity, and retention among employees, it would 
be wise for a corporation to provide care for the mental, physical, personal, and professional 
health of its employees through a wellness program. This program could be composed of many 
different working parts. Parts such as employee engagement assessments, health risk 
assessments, or employing a mental health professional as an employee advocate, and rewards 
for employees for healthy habits and efforts in the form of incentives can also further engage 
employees and increase their productivity. Some companies have implemented financial 
incentives to help health and wellness promotion even more among employees. Initiated in 1993, 
the Quaker Oats “Live Well Be Well” program allows employees to earn up to 600 dollars for 
doing things like completing HRAs and health screenings, pledging to refrain from alcohol and 
drug abuse, and exercising at least three times per week. 
        Employees are more likely to choose and do things that are good for them if they are in a 
business culture that emphasizes health. In a survey on exercise attitudes and behaviors, 72% of 
participants participate in some form of physical activity and 55% say they exercise, as 
compared to 15% who say that they never participate in wellness activities (RoperASW, 2002). 
The top two characteristics of an environment with a strong culture of wellness are making 
health care a priority and encouraging healthy activities during the workday. Employees believe 
39 
 
that workplace wellness programs have many advantages and that is being shown as strong 
cultures of health in businesses are fostering better health behaviors. Workplace wellness is a 
part of something bigger and should be a priority in every business’s action plan. 
Researchers working in the corporate world frequently study job satisfaction and for good 
reason: employees benefit psychologically, economically, and socially from findings. The 
purpose of this study was to examine holistic wellness and worthiness, topics on which not much 
previous attention has been given (Spector, 1997). The population of interest in this study 
included employees in various positions in businesses in order to determine the variance of 
impact holistic wellness and worthiness makes on job satisfaction.  Both contributed 
significantly, but wellness was the stronger predictor of job satisfaction. The discovery of such a 
relationship between work and wellness is leading to further research that aims to verify, refute, 
or extend the current findings. Overall, the results recognized the need to evaluate and design 
interventions that focus on an individual’s psychosocial variable in order to enhance their job 
satisfaction (Connolly & Myers, 2003). 
Teachers’ Job Satisfaction 
While members of the corporate world are seeing marked improvements in their work 
culture, those in the helping professions (education, specifically) are experiencing record 
numbers of employee attrition due to low job satisfaction. The National Educational Association 
(NEA) (2013) reported that teachers’ job satisfaction has declined 23% in the last five years, 
reaching an all-time low in 2012 when only 39% of teachers said they were happy with their 
jobs. According to Why Great Teachers Quit: And How We Might Stop the Exodus, one-third of 
teachers left within the first three years and half left by their fifth year (Farber, 2010). Bob Wise, 
president of the Alliance for Excellent Education, revealed that over 500,000 teachers are leaving 
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their positions each year (Alliance for Excellent Education, 2014). If they continue to leave at 
this rate, there will be a critical shortage of teachers in only a decade. It is projected that 
approximately two million teachers will be needed to fill the vacancies, but current data shows 
that only 17% of current university undergraduates are interested in pursuing educational careers 
(Alfuth, 2014). 
The threat of a shortage of teachers is unsettling. It is apparent that addressing the low 
levels of job satisfaction could not only increase interest in educational careers but also help 
retain quality teachers. The reported levels of educators’ job satisfaction were strongly affected 
by self-efficacy, work culture, and personal wellness.  
Self-efficacy. Self-efficacy, or an individual’s confidence in his or her ability to perform 
a task in a given environment, is another contributing factor to job satisfaction. In this context, 
self-efficacy refers to a teacher’s ability to promote learning among his or her students in a 
school environment. Research has shown that employees with higher levels of self-efficacy 
reported less incidences of burnout and higher levels of job satisfaction (Klassen & Chiu, 2010; 
Skaalvik & Skaalvik, 2010). In contrast, a study by Greiman, Waller, and Birkenz (2005) found 
that many teachers experienced increased professional pressure because they did not feel a sense 
of professional accomplishment. This lack of accomplishment was also associated with a 
downward spiral of decreased productivity, increased negative feelings toward their careers, and, 
eventually, attrition. 
As previously mentioned, one of the tenants of self-efficacy is the ability to control a 
situation in order to complete a task. Notably, one of the biggest reasons teachers left their 
positions was because they felt they lacked control over their work days (Farber, 2010). In other 
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words, teachers are struggling to manage their environment, rendering their ability to educate to 
less effective. 
There are many possible reasons that help explain varying levels of self-efficacy and 
accomplishment among teachers. A common theme that has emerged from this research is that 
school administrators need to find ways to empower their teachers and help improve their 
confidence and security in their professional lives. 
Culture. By addressing the causes of teachers’ stress and feelings of low self-efficacy, 
schools can greatly increase job satisfaction and retention among educators. To do this, research 
suggests that one effective strategy is to provide opportunities for teachers to participate actively, 
along with their administrators, in shaping their work environment. In doing so, mutually 
respectful, supportive, and appreciative relationships can form between teachers and their 
leaders. 
A study by associates of the Education Trust Organization found that the single-best 
predictor of an educator’s job satisfaction was the quality of his or her respective work 
environment and supportive, professional relationships amongst colleagues. The student 
population and teachers’ salaries were far less important when predicting teacher happiness. 
Farber’s (2010) findings further emphasized the necessity of quality relationships within the 
school environment. Teachers need to feel appreciated and valued not only to their peers but also 
to their employers. According to Giacometti (2005), school climate, along with its values and 
vision, had a significant impact on teachers’ everyday experiences. 
Opportunities for professional development and advancement; ongoing communication, 
feedback, and evaluation; expressions of opinions; and schedule flexibility are other aspects of 
the school culture that deserve attention. The presence of these characteristics within an 
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employment environment are some ways that administrators can show they care about the 
quality of their teachers’ work lives while fostering quality engagement among professional 
colleagues (Teach Plus Working Group, 2012).  When teachers were active participants in their 
work environments, they felt more empowered and were less likely to experience feelings of 
burnout (Kirst-Ashman, 2001). Some research also suggests that active participation among 
teachers gives rise to connectedness, or a sense of belonging, and emotional support, both of 
which are positively associated with job satisfaction (Ezzeldine, 2006). 
Wellness. In conjunction with a positive, supportive work environment, a focus on 
individual teacher wellbeing is essential to improving job satisfaction. As stated earlier, burnout 
has a significant effect on job satisfaction and retention of educators. Anxiety, depression, a lack 
of effective coping skills, absenteeism, depersonalization, and emotional exhaustion are some 
symptoms of burnout that need to be addressed. McCallum and Price’s (2010) findings supported 
the notion that active participation, empowerment, and a sense of community are critically 
important when addressing burnout and productivity levels of new teachers. Additionally, 
schools need to educate teachers on how to successfully manage the emotional demands and 
performance expectations that teachers will inevitably face in their careers. By arming them with 
adequate coping strategies in advance, teachers have a better chance of maintaining (or 
improving) self-efficacy levels and their effectiveness as educators. 
Kennedy (2015) asserted that implementing a comprehensive wellness program for 
teachers could be successful when offered within a positive, supportive work environment. This 
type of wellness program would offer new resources to teachers that enhance their quality of life, 
inside and outside the classroom, by promoting a complete picture of health (mental, physical, 
emotional, and spiritual). A comprehensive wellness program includes resources for stress 
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reduction and management and strategies to help with anxiety, depression, tension, and anger 
(Harney, 2008). In effect, a focus on holistic wellness could help counteract some of the most 
frequent causes of teacher stress. 
Some useful features of these wellness programs include mindfulness, health awareness 
workshops, and work-life balance strategies. Mindfulness (or purposeful awareness) has gained 
recent popularity, and research has shown that the practice has helped improve the quality of 
teachers’ lives, including cognitive, physical, and social aspects (Desmond, 2009; Huppert & 
Johnson, 2010). Kinder Associates, a group of health and wellness consultants in Pennsylvania, 
made mindfulness the core of its trademarked Wellness Works in Schools program. The 
program’s approach is holistic in that it addresses mental, emotional, physical and social 
challenges presented to students and teachers at school, at home, and in their communities. 
Patterson, Collins, and Abbott (2004) found that teacher resilience, collegial support, 
professional development, similar values and beliefs, and confidence were the five-most 
important factors in establishing work-life balance for educators. 
There is also a need to ascertain the cultural wellness within schools, which is established 
by the expectations, procedures, rules, traditions, etc. set forth by administrators. In order for a 
school to function optimally, it needs all of its individual members to be at their best (Chapman, 
2012). Filak and Sheldon (2003) found that satisfied, motivated teachers were the ones most apt 
to rise to lofty professional performance expectations and to contribute positively to the growth 
of their schools. More importantly, when students are exposed to role models who are passionate 
about teaching, it increases their enthusiasm to learn (Manning & Patterson, 2005). The Institute 
for Social Policy (2006) has urged school leaders to find ways to make the work environment a 
healthier place in order to decrease turnover and to increase teachers’ job satisfaction. Retention 
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of quality, motivated teachers is key to creating a stable work environment for current employees 
and an appealing place of employment for future teachers (Straus, 2002). A common theme 
among these studies is that motivation, a fundamental reason for doing something, is pivotal to 
the success and happiness of teachers, students, and schools. 
School Culture and Independent Schools. Since research has shown that motivated 
teachers are an integral part of a prosperous educational environment, administrators would be 
remiss if they did not find ways to inspire their faculty members. The defining aspect of an 
independent (or private) school is that it exists with minimal regulation from the state or local 
governments. They create their own climate and culture by establishing unique curriculum, 
hiring standards, and values that align with their future goals. To maintain their ideal climate, it 
is important that schools hire teachers who also value, uphold, and further the school’s mission 
and style of education (sometimes termed “a goodness of fit”). A goodness of fit can be 
determined by many factors such as personality, character, lifestyle outside of the classroom, 
personal and professional ethics, and religious beliefs. Similarly, teachers who seek employment 
at an independent school are searching for an employer that resonates with their professional 
purpose. The freedom to choose a fitting employer is a major advantage for both teachers and 
their schools (National Association of Independent Schools, 2012). 
When teachers’ and employers’ motivations are in-sync, research has shown that private 
school teachers are more satisfied with their jobs, classroom conditions, and work climate than 
public school teachers; the study found that a focus on values, professional development, and the 
significance of their work were factors that predicted private school teachers’ satisfaction 
(Forster & D’Andrea, 2009). Cwikla (2002) also confirmed the importance of professional 
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development for teachers’ satisfaction and overall wellness (especially in reference to stress) 
levels. 
One subtype of independent school is the religious- or faith-based associated school. 
These schools go a step further than secular independent schools in that they are founded upon 
specific religious beliefs and practices, which add a spiritual component to their school’s culture. 
Stewart, Sun, Patterson, Lemerle, and Hardie (2003) describe them as schools with an additional 
focus on developing and nurturing the souls of students and teachers. Other common practices 
include guiding students to develop strong characters, moral reasoning skills, and religious 
values (Elkind & Sweet, 2004). Faith-based associated schools also create a climate of warmth, 
tolerance, and sensitivity to others, all of which are emphasized in the teachings of the world’s 
major religions (Dupper & Meyer-Adams, 2002). These characteristics distinguish faith-based 
associated schools from secular independent schools and public schools. 
The unique aspects of faith-based associated schools are notable because they parallel the 
pinnacle of Maslow’s hierarchy of needs is self-actualization. This level incorporates abstract, 
high-functioning concepts such as morality and an individual’s life purpose. Faith-based 
associated schools provide an environment that can fulfill the self-actualization needs of teachers 
by incorporating spirituality into their day-to-day functioning. According to Convey (2014), 
teachers who cited religion as their main motivation to pursue teaching also reported higher 
levels of happiness within their work environments. The study also identified a positive 
correlation between teachers’ job satisfaction and their satisfaction with their employers’ 
religious and academic philosophies. Parallel to these findings is evidence that employees who 
ignored the spiritual component of health were also more likely to experience mental and 
physical health issues (Vader, 2006). While working in a faith-based associated school does 
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correlate with lower stress levels, other research has shown that, independent of the school type, 
teachers’ religious involvement was a significant predictor of mental health and job satisfaction 
(Troman & Woods, 2001). In another study, teachers reported that their faith in God gave them 
hope while enduring professional hardship and served as an effective coping mechanism against 
stress and burnout (Levine, 2011). These findings reinforce the significance of the spiritual 
component of the self-actualization level in Maslow’s hierarchy of needs. 
Summary 
A critical analysis of research has shown that personal wellness and job satisfaction are 
positively correlated. Businesses that have incorporated comprehensive wellness programs have 
reaped many benefits such as increased productivity; a decrease in health-associated costs; 
happier, healthier, more motivated employees; employee retention; and a more positive work 
environment (Dursi, 2008). 
In review of literature pertaining to educational professionals, it has been found that, in 
general, job satisfaction is critically low. Dissatisfaction among teachers is a major reason so 
many of them are leaving their careers. Factors contributing to teacher unhappiness have been 
identified, and it is imperative that school administrators take action to correct and improve the 
educational environment. Failing to do so will inevitably jeopardize America’s school systems. 
In some ways, businesses and independent schools are similar. They both offer a product 
or service (at the cost of the consumer) and are comprised of members who play specific roles 
and are expected to meet certain standards. Their members also have very similar needs, at work 
and at home, because all the members are individual human beings. Maslow’s (1943) hierarchy 
of needs applies in both types of work environments, but leaders in the educational sphere are 
lagging behind those of the business world when it comes to meeting the needs of their 
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employees. Over time, instead of seeing positive change and growth like businesses, teachers, 
students, and education are suffering from unfulfilled needs. 
There is a limited amount of research on the relationship between personal wellness and 
job satisfaction of educators. This research study intends to explore the dynamics of these two 
concepts between and across secular independent schools and faith-based associated schools. 
After thorough review of relevant literature, it is expected that personal wellness will have a 




Chapter 3: Methodology 
Introduction 
The purpose of this quantitative study was to seek to investigate the relationship between 
respondents’ self-assessed personal wellness and job satisfaction. Chapter three consists of seven 
subparts. This includes the research questions, research design, population and sample, 
instrumentation, data collection, data analysis, and an ending chapter summary. 
Research Questions 
The research questions used to guide the study are as follows: 
1. Do faculty members in faith-based associated and secular independent schools assess 
their personal wellness as being equally robust (sound) with respect to mind, body, and 
sprit, both across and between types of institutions? 
2. How satisfied with their jobs are faculty members in faith-based associated and secular 
independent schools, both across and between types of institutions? 
3. What is the strength of relationship between faculty members’ self-assessed personal 
wellness and their job satisfaction? 
4. Is there a significant difference in the strength of relationship between faculty members’ 
self-assessed personal wellness and their job satisfaction by their association with a faith-
based associated or secular institution? 
Research Design 
Since the overall intent of the study was to obtain a great deal of information from many 
respondents, survey research was the primary method that was used to obtain answers to the four 
research questions (Edmond & Kennedy, 2012). This quantitative approach was chosen based on 
the need to collect and analyze information in the form of numbers to collect scores that measure 
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distinct attributes of individuals. This educational research study provided a statistical means to 
inquiring and conducting trends in a non- experimental approach (Hinkle, Wiersma, & Jurs, 
2002).  The resulting data was used to obtain the descriptive statistics that were input into the 
inferential procedures described in a subsequent section on data analysis.  Along with the section 
outlining those procedures, the remainder of this chapter will describe the selection of 
participants, the instruments used in this study, the data collection procedures, and statistical 
analyses appropriate to responding to each of the questions.  
Population and Sample 
The targeted population for this study consisted of teachers in one mid-south region. The 
unit of measurement for the analysis of the study was teachers. There are 37 schools that are in 
the region. Seven schools serve elementary-aged students, while two schools serve high school 
students. Eight schools mix elementary and middle schools aged students, while four schools 
combine middle school and high school students. One institution does not designate grade levels. 
Fifteen schools offer Junior Kindergarten through 12th grade.  
All of the schools in this one mid-south region seek to serve students from a wide variety 
of socioeconomic backgrounds. Data from the 2008-2009 school year shows that minority 
students accounted for 22.4% of total independent school enrollment, while 11.4% of all faculty 
and staff were considered to be minority. These schools can boast an impressive student to 
faculty ratio; currently at 8.6 to 1. Acknowledging that independent schools can be a significant 
financial commitment, many of these schools work with families to help meet the costs 
associated with an independent school education through things like scholarships, grants, and 
tuition assistance. The sample represents the general population of teachers in the mid-south 
region under study. Teachers from four faith-based associated schools and four secular schools 
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will participate in the study. The four faith-based associated school teacher’s that were used for 
the study survey are Christian Brothers High School, Evangelical Christian School, First 
Assembly Christian School, and Westminster Academy. The four secular independent school 
teacher’s that were surveyed are The Bodine School, Hutchison School, Lausanne Collegiate 
School, and Memphis University School. The sample group of approximately ten teachers per 
school was selected using the method of convenient sampling. 
Permission was requested to conduct the study from the University of Memphis’s 
Institutional Review Board. 
Instrumentation 
Two different questionnaire survey instruments were used to collect data from teachers.  
To measure the independent variable, personal wellness, this study used the Body-Mind-
Spirit Wellness Behavior and Characteristic Inventory (BMS-WBCI) (Appendix A). It uses 44 
items to identify wellness as it relates to three different subscales that measure wellness of the 
mind, body, and soul. It uses a Likert scale ranging from 1 (rarely/seldom) to 3 (often/always) 
that indicates how the respondents felt about certain questions or issues and investigates factors 
of wellness in the three sub categories of body, mind, and spirit. The first nine statements assess 
body dimensions. The mind dimension statements are assessed through questions 10 through 29. 
The remaining statements 30 through 44 assess the spirit dimension. The end product is a subset 
of scores that help determine an individual’s overall personal wellness (Mareno & James, 2010). 
To measure the dependent variable, job satisfaction, this study administered The Overall 
Job Satisfaction (Appendix B) was developed by Aryee, Fields, and Luk (1999) and uses six 
items to describe overall job satisfaction. It also uses a Likert-type scale. For each item, the 
inventory will ask respondents to indicate whether they strongly agree, agree, are undecided, 
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disagree, or strongly disagree that a school leader exhibits a specific behavior. This competency 
of measuring teacher’s perceptions regarding their job satisfaction was measured and the mean 
competency score was calculated for each category. The survey was administered online using 
Survey Monkey, a web-based survey collection site. 
Appendix C documents the demographics questions asked of the participants. 
Validity. The validity of the B-M-S was established by a two-study project. Study 1 was 
based on factor analysis and study two’s purpose was to perform tests of criterion and construct 
validity in which results correlated with other research known as the TestWell Wellness 
Inventory. The factor structure for the body, mind, and spirit scales was determined using 
principal components analysis using 4.0 as the criterion for the factors. The average for the spirit 
scales was .64 and for mind was .51 and for body was .58. The spirit factor had 15 items with .53 
well above the cutoff of .40. The mind factor had 20 items with a .40 and the body factor above 
.40. The purpose of study two was to perform test of criterion and construct validity. Three 
scales were used to ensure the construct and criterion validity of the B-M-S including the 
Testwell Wellness Inventory. The B-M-S dimensions were significantly correlated with the Test 
Well subscale. Correlations ranged from .306 of mind to .732 of body and .274 for spirit. All 
significant at p<. 01 (Hey, Calderon, & Carroll, 2006).  
The reliability of the B-M-S was determined by administering the survey in two different 
studies in the southeast region of the United States. To determine internal consistency, 
Cronbach’s alpha was calculated for all subscales and the results of the item analysis included an 
increase of more than .10. Each study reported an estimation of internal consistency as reliability 
and a positive correlation between all three subscales. 
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            The Job Satisfaction Measure was validated in a study by Aryee et al. (1999) and 
positively correlated with composite measures of job facets, job involvement, employee 
perceptions of performance, sensitivity to equity, task significance autonomy, supervisory 
support, and distributive justice. Overall job satisfaction negatively correlated with family-work 
conflict, role conflict, role ambiguity, and work routine. The correlation of self and significant 
perceptions was .68. The Job Satisfaction Measure reliability study was calculated for the 
measurement and the coefficient values for the entire measure ranged from .83 to .93. 
Data Collection 
Data was collected through surveys to the aforementioned cooperative independent 
schools. Before the surveys are distributed, each school and teacher received a letter requesting 
permission to participate in the survey. 
The BMS-WBCI and Overall Job Satisfaction surveys and measuring scales were entered 
into Survey Monkey, a web-based survey collection site, which then created a database for each 
individual school where teachers could submit their surveys online. This database was later 
accessed to obtain the results of the surveys submitted. The results of surveys were submitted 
offline were entered manually into the database. 
The surveys were distributed to each school’s administration both by email and hand 
delivery with the intention that the administration will distribute the survey to the teachers. The 
researcher concluded that using both the online and offline method would increase the return 
rate. 
In addition to soliciting information pertinent to the respondents’ wellness and job 
satisfaction, data was also be collected indicating the respondent’s gender, age, years of teaching 
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experience, years at present school, highest degree, specialty, and primary and secondary 
teaching grades. 
Follow up took place approximately 10 days after initial contact through email requesting 
survey results. 
Data Analysis 
Quantitative methods was used to determine if there is a relationship between personal 
wellness and teacher job satisfaction as measured by the Body-Mind-Spirit Behavior and 
Characteristic Inventory and the Overall Job Satisfaction Measurement respectively. In order to 
answer research question 1, mixed Analysis of Variance (ANOVA) was used. Question number 
2 was analyzed by descriptive statistics computing the means and standard deviation with an 
independent t-test. Question number 3 results were obtained through multiple regressions, and 
the Fisher R to Z transformation was used for question number four. 
Summary 
In this chapter, the framework is outlined for how and under what circumstance the 
research will be conducted. The results of this study will indicate whether a relationship exists 
between personal wellness and job satisfaction among educators. By analyzing these two 
variables, the researcher will be able to offer predictions about the field of education and teacher 
retention and also be able to develop an understanding of the importance of subjects’ wellness 
and overall job satisfaction while offering useful information for addressing wellness concerns 




Chapter 4: Results 
 
The purpose of this study is twofold: first, to measure and compare the self-assessed 
personal wellness and level of job satisfaction of faculty at faith-based and secular independent 
schools and, second, to determine if a significant relationship obtains between these two 
outcomes, whether moderated or unmoderated by school context. Deriving from this overall 
purpose are the specific research questions following: 
1. Do faculty members in faith-based and secular independent schools assess their personal 
wellness as being equally robust (sound) with respect to mind, body, and sprit, both 
across and between types of institutions? 
2. How satisfied with their jobs are faculty members in faith-based and secular independent 
schools, both across and between types of institutions? 
3. What is the strength of relationship between faculty members’ self-assessed personal 
wellness and their job satisfaction? 
4. Is there a significant difference in the strength of relationship between faculty members’ 
self-assessed personal wellness and their job satisfaction by their association with a faith-
based or secular institution? 
After a brief description of the sample of teachers who chose to participate in this study, 
the chapter will then turn to outlining the analytic procedures and providing the statistical 
outcomes pertinent to answering the four research questions previously described. A brief 





Description of Sample 
As noted in Table 1, slightly more than 70 individuals at faith-based independent schools 
(59.2%) and secular independent schools (40.8%) provided at least some usable data with respect 
to responding to the study’s four research questions. In terms of their genders, more than 80% of 
all respondents identified themselves as female (81.4%) and the rest male (18.8%). In terms of 
their ages, the group skewed slightly older, with about 56% declaring themselves to be older than 
40 years, as opposed to the approximately 44% who indicated that they were either between 30 
and 40 years (23.8%) or under 30 years old (19.4%). Similarly, as regards their highest level of 
educational attainment, about 45% of the sample (45.1%) had not yet earned a Master’s Degree, 
while about 55% had either met (45.1%) or exceeded (9.9%) that educational benchmark. 
Regarding school tenure, a little more than a quarter of the respondents had been in their current 
positions three or fewer years (27.9%), with those remaining about evenly divided between 
having four to six years tenure (19.1%), seven to 10 years tenure (27.9%), or more than 10 years 
tenure (25.0%). In terms of their experience as an educator, 13 appeared to be the watershed 
year, with about half of the respondents laying claim to 12 or fewer years of experience (50%), 
and the rest indicating their having between 13 to 18 years of experience (22.9%) or more than 
18 years of experience (27.1%). Participants were elementary (38.0%), middle school (22.5%), 
and high school (19.7%) teachers. Ten participants (14.0%) did not indicate which grade(s) they 






Demographic Characteristics of the Sample 
 
Variable   n % 
School Type 
Faith-Based 42 59.2 
Secular 29 40.8 
  Gender 
Male 13 18.8 
Female 57 81.4 
Age in Years 
Under 30 13 19.4 
Between 30 and 40 17 23.8 
Between 41 and 50 22 32.8 
Above 50 16 23.9 
Educational Attainment 
Below Master's 32 45.1 
Master's 32 45.1 
Beyond Master's 7 9.9 
Years at Current School 
Less than 1 to 3 19 27.9 
4 to 6 13 19.1 
7 to 10 19 27.9 
More than 10 17 25.0 
Years as an Educator 
Less than 1 to 7 18 25.7 
8 to 12 17 24.3 
13 to 18 16 22.9 
More than 18 19 27.1 




Data gathered from this convenience sample of teachers and administrators were 
analyzed using the parametric statistical procedures described in the third chapter. Results 
issuing from these procedures—namely, the Repeated Measures Analysis of Variance (R-
ANOVA) with dependent t-tests serving as follow-up, the independent t-test, correlation, 
regression, and tests of difference between independent correlations—have been organized into a 
series of tables and graphs and, with respect to the four research questions previously mentioned, 
sequentially presented in the following narrative. 
Research Question 1: 
Do faculty members in faith-based and secular independent schools assess their personal 
wellness as being equally robust (sound) with respect to mind, body, and sprit, both across and 
between types of institutions? 
Inspection of the item frequencies that are presented in Table 2 for all respondents and in 
Tables 3 and 4 for respondents in faith-based and secular independent schools, respectively, 
suggests both within-group and between-group differences in the way that respondents assess 
their wellness of body, mind, and spirit. With respect to wellness of body, at least two of the nine 
items were said to “rarely” or “seldom” occur by more than 40% of all respondents surveyed: 
specifically, “I use warm-up activities before exercising to help prevent injuries” (41.9%) and “I 
participate in recreational sports or activities that help maintain my fitness” (44.6%). In contrast, 
fewer than 20% of all respondents ever indicated that they “rarely” or “seldom” engaged in any 
fifteen practices relevant to their spiritual wellness, while fewer than 10% did so with respect to 
the 20 practices relevant to their wellness of mind. As may be observed in the second section of 
Table 2, specific wellness practices less frequently engaged in by all respondents concern their 
tendency to “rarely” or “seldom” address their own and others’ feelings (5.4%), tolerate others’ 
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behaviors and beliefs (2.8%), be flexible in the face of change (2.7%), and learn from their past 
life experiences (2.7%), their own mistakes (1.4%) and the mistakes of others (1.4%). As shown 
in third section of Table 2, spiritual wellness practices that all respondents indicated that they 
“rarely” or “seldom” addressed were fewer in number but involved a larger proportion of the 
sample: specifically, their undertaking “new experiences to enhance . . . spiritual health” (19.2%) 
and reading “some form of spiritual literature on a regular basis” (17.6%). 
While the percentages linked to these diverse “bodily” behaviors and “mental” capacities 
can be observed to vary only slightly across faith-based (Table 3) and secular groups of 
respondents (Table 4), inspection suggests that such was not the case with the items concerning 
the spiritual dimension of wellness. In particular, when asked about their undertaking “new 
experiences to enhance … spiritual health” or their reading” some form of spiritual literature on 
a regular basis, only 12.2% and 2.4% of faith-based school respondents respectively indicated 
that they “rarely” or “seldom” engaged in these two practices compared to some 31.0% and 
41.0% of secular school respondents who similarly responded. 
 The relationships suggested by a cursory inspection of item frequencies are brought into 
sharper focus when wellness scale means, both for all respondents and for the two respondent 
subgroups, are computed and graphed,. As rendered in Figure 1, means pertinent to the “body” 
dimension of wellness can be seen to be substantially lower than those obtained for the other 
two, suggesting a “within-groups” difference among the three means obtained for the aggregate. 







Item-Level Responses to Body, Mind, and Spirit Wellness Survey: All Respondents (N = 71) 
 
 





    1. I limit risky behaviors.  2.7 10.8 86.5 
2. I maintain my fitness by exercising 
regularly and maintaining my weight.  18.9 35.1 45.9 
3. I have a reasonable amount of flexibility 
and do exercises that help maintain my range 
of motion.  
25.7 47.3 27.0 
4. I use warm-up activities before exercising 
to help prevent injuries.  41.9 25.7 32.4 
5. I eat a variety of foods and get the 
recommended number of servings from each 
food group.  
11.0 46.6 42.5 
6. I eat a balanced diet low in saturated fat and 
cholesterol.  14.9 44.6 40.5 
7. I participate in recreational sports or 
activities that help maintain my fitness.  44.6 32.4 23.0 
8. I drink at least eight glasses of water a day.  31.1 33.8 35.1 
9. I surround myself with physically healthy 
people.  12.2 59.5 28.4 
        
 
 
(Table 2 continues) 
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Table 2 (Continued) 
 
 





    1. I learn from my past life experiences.  2.7 13.5 83.8 
2. I am open to new ideas.  0.0 31.1 68.9 
3. I learn from my mistakes and try to behave 
differently the next time.  1.4 10.8 87.8 
4. I talk with people rather than talk at people.  0.0 28.8 71.2 
5. I accept responsibility for my actions.  0.0 16.2 83.8 
6. I understand and accept the existence of 
cultural diversity and its contribution to the 
quality of living.  
0.0 21.6 78.4 
7. I make good ethical decisions.  0.0 10.8 89.2 
8. I consider alternatives before making 
decisions.  0.0 25.7 74.3 
9. I focus on reality.  1.4 25.0 73.6 
10. I am flexible to changes and can maintain 
stability in my life in healthy ways.  2.7 41.9 55.4 
11. I have strong morals and healthy values.  0.0 0.0 100.0 
12. I learn from the mistakes of others.  1.4 35.1 63.5 
13. I have satisfying interpersonal relationships.  0.0 21.6 78.4 
14. I feel loved and supported by family and 
friends.  0.0 14.9 85.1 
15. I am tolerant of others whether or not I 
approve of their behavior or beliefs.  2.8 43.7 53.5 
16. I set achievable goals for myself.  0.0 40.5 59.5 
17. I handle various social settings well.  2.7 45.9 51.4 
18. I analyze my thoughts before I act.  1.4 38.4 60.3 
19. I make the best of bad situations.  0.0 44.6 55.4 
20. I express my feelings with others and 
consider their feelings.  5.4 33.8 60.8 
        
(Table 2 continues) 
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Table 2 (Continued) 
 
 





    1. I experience harmony within.  0.0 48.6 51.4 
2. I experience peace of mind.  0.0 47.3 52.7 
3. I am in touch with the soul within.  0.0 36.5 63.5 
4. I experience happiness within.  0.0 43.2 56.8 
5. I experience joy within.  0.0 31.1 68.9 
6. I experience self-satisfaction.  0.0 41.9 58.1 
7. I express my spirituality appropriately and 
in healthy ways.  1.4 25.7 73.0 
8. My spirituality helps me remain calm and 
strong and helps me to better deal with 
difficult times.  
2.7 20.3 77.0 
9. I recognize the positive contribution faith 
can make to the quality of my life.  4.1 9.5 86.5 
10. I routinely undertake new experiences to 
enhance my spiritual health.  19.2 54.8 26.0 
11. I have a positive outlook on life.  0.0 25.7 74.3 
12. I am content with who I am.  1.4 28.4 70.3 
13. I know my purpose in life.  1.4 24.3 74.3 
14. I read some form of spiritual literature on a 
regular basis.  17.6 17.6 64.9 
15. I experience love of others and myself.  1.4 14.9 83.8 






Item-Level Responses to Body, Mind, and Spirit Wellness Survey: Faith-Based School 
Respondents (n = 42) 
 





    1. I limit risky behaviors.  4.8 7.1 88.1 
2. I maintain my fitness by exercising 
regularly and maintaining my weight.  16.7 33.3 50.0 
3. I have a reasonable amount of flexibility 
and do exercises that help maintain my range 
of motion.  
23.8 42.9 33.3 
4. I use warm-up activities before exercising 
to help prevent injuries.  38.1 23.8 38.1 
5. I eat a variety of foods and get the 
recommended number of servings from each 
food group.  
7.3 46.3 46.3 
6. I eat a balanced diet low in saturated fat 
and cholesterol.  11.9 45.2 42.9 
7. I participate in recreational sports or 
activities that help maintain my fitness.  33.3 40.5 26.2 
8. I drink at least eight glasses of water a 
day.  31.0 31.0 38.1 
9. I surround myself with physically healthy 
people.  11.9 50.0 38.1 
        
 
(Table 3 continues) 
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Table 3 (Continued) 
 





    1. I learn from my past life experiences.  2.4 7.1 90.5 
2. I am open to new ideas.  0.0 35.7 64.3 
3. I learn from my mistakes and try to behave 
differently the next time.  0.0 9.5 90.5 
4. I talk with people rather than talk at people.  0.0 29.3 70.7 
5. I accept responsibility for my actions.  0.0 14.3 85.7 
6. I understand and accept the existence of 
cultural diversity and its contribution to the 
quality of living.  
0.0 28.6 71.4 
7. I make good ethical decisions.  0.0 9.5 90.5 
8. I consider alternatives before making 
decisions.  0.0 33.3 66.7 
9. I focus on reality.  2.4 26.8 70.7 
10. I am flexible to changes and can maintain 
stability in my life in healthy ways.  4.8 42.9 52.4 
11. I have strong morals and healthy values.  0.0 0.0 100.0 
12. I learn from the mistakes of others.  2.4 23.8 73.8 
13. I have satisfying interpersonal 
relationships.  0.0 16.7 83.3 
14. I feel loved and supported by family and 
friends.  0.0 9.5 90.5 
15. I am tolerant of others whether or not I 
approve of their behavior or beliefs.  5.1 46.2 48.7 
16. I set achievable goals for myself.  0.0 33.3 66.7 
17. I handle various social settings well.  2.4 47.6 50.0 
18. I analyze my thoughts before I act.  2.4 34.1 63.4 
19. I make the best of bad situations.  0.0 42.9 57.1 
20. I express my feelings with others and 
consider their feelings.  2.4 28.6 69.0 
        
(Table 3 continues) 
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Table 3 (Continued) 
 





    1. I experience harmony within.  0.0 33.3 66.7 
2. I experience peace of mind.  0.0 33.3 66.7 
3. I am in touch with the soul within.  0.0 26.2 73.8 
4. I experience happiness within.  0.0 40.5 59.5 
5. I experience joy within.  0.0 23.8 76.2 
6. I experience self-satisfaction.  0.0 42.9 57.1 
7. I express my spirituality appropriately and 
in healthy ways.  0.0 14.3 85.7 
8. My spirituality helps me remain calm and 
strong and helps me to better deal with 
difficult times.  
0.0 7.1 92.9 
9. I recognize the positive contribution faith 
can make to the quality of my life.  0.0 7.1 92.9 
10. I routinely undertake new experiences to 
enhance my spiritual health.  12.2 58.5 29.3 
11. I have a positive outlook on life.  0.0 23.8 76.2 
12. I am content with who I am.  2.4 31.0 66.7 
13. I know my purpose in life.  0.0 19.0 81.0 
14. I read some form of spiritual literature on 
a regular basis.  2.4 11.9 85.7 
15. I experience love of others and myself.  0.0 7.1 92.9 






Item-Level Responses to Body, Mind, and Spirit Wellness Survey: Secular School Respondents (n 
= 29) 
 





    1. I limit risky behaviors.  0.0 17.2 82.8 
2. I maintain my fitness by exercising 
regularly and maintaining my weight.  24.1 34.5 41.4 
3. I have a reasonable amount of flexibility 
and do exercises that help maintain my 
range of motion.  
31.0 51.7 17.2 
4. I use warm-up activities before exercising 
to help prevent injuries.  48.3 31.0 20.7 
5. I eat a variety of foods and get the 
recommended number of servings from each 
food group.  
17.2 44.8 37.9 
6. I eat a balanced diet low in saturated fat 
and cholesterol.  20.7 41.4 37.9 
7. I participate in recreational sports or 
activities that help maintain my fitness.  55.2 24.1 20.7 
8. I drink at least eight glasses of water a 
day.  34.5 34.5 31.0 
9. I surround myself with physically healthy 
people.  13.8 69.0 17.2 
        
 
 




Table 4 (Continued) 
 





    1. I learn from my past life experiences.  3.4 20.7 75.9 
2. I am open to new ideas.  0.0 20.7 79.3 
3. I learn from my mistakes and try to behave 
differently the next time.  3.4 10.3 86.2 
4. I talk with people rather than talk at people.  0.0 31.0 69.0 
5. I accept responsibility for my actions.  0.0 17.2 82.8 
6. I understand and accept the existence of 
cultural diversity and its contribution to the 
quality of living.  
0.0 13.8 86.2 
7. I make good ethical decisions.  0.0 10.3 89.7 
8. I consider alternatives before making 
decisions.  0.0 13.8 86.2 
9. I focus on reality.  0.0 21.4 78.6 
10. I am flexible to changes and can maintain 
stability in my life in healthy ways.  0.0 41.4 58.6 
11. I have strong morals and healthy values.  0.0 0.0 100.0 
12. I learn from the mistakes of others.  0.0 48.3 51.7 
13. I have satisfying interpersonal 
relationships.  0.0 27.6 72.4 
14. I feel loved and supported by family and 
friends.  0.0 20.7 79.3 
15. I am tolerant of others whether or not I 
approve of their behavior or beliefs.  0.0 41.4 58.6 
16. I set achievable goals for myself.  0.0 51.7 48.3 
17. I handle various social settings well.  3.4 41.4 55.2 
18. I analyze my thoughts before I act.  0.0 37.9 62.1 
19. I make the best of bad situations.  0.0 48.3 51.7 
20. I express my feelings with others and 
consider their feelings.  10.3 37.9 51.7 
        
 




Table 4 (Continued) 
 





    1. I experience harmony within.  0.0 75.9 24.1 
2. I experience peace of mind.  0.0 69.0 31.0 
3. I am in touch with the soul within.  0.0 55.2 44.8 
4. I experience happiness within.  0.0 48.3 51.7 
5. I experience joy within.  0.0 44.8 55.2 
6. I experience self-satisfaction.  0.0 41.4 58.6 
7. I express my spirituality appropriately and 
in healthy ways.  3.4 44.8 51.7 
8. My spirituality helps me remain calm and 
strong and helps me to better deal with 
difficult times.  
6.9 37.9 55.2 
9. I recognize the positive contribution faith 
can make to the quality of my life.  10.3 13.8 75.9 
10. I routinely undertake new experiences to 
enhance my spiritual health.  31.0 48.3 20.7 
11. I have a positive outlook on life.  0.0 27.6 72.4 
12. I am content with who I am.  0.0 27.6 72.4 
13. I know my purpose in life.  3.4 34.5 62.1 
14. I read some form of spiritual literature on a 
regular basis.  41.4 20.7 37.9 
15. I experience love of others and myself.  3.4 27.6 69.0 





between the group means obtained for the wellness dimension of mind and the relative 
dissimilarity observed among the group means obtained for the wellness dimensions of body 
and, especially, of spirit are suggestive of a “between-groups” difference among means and 
indicative of an interaction wellness profile and school context. 
 
 
Figure 1.Chart of three wellness scale means for all respondents and by school affiliation. 
 
An empirical test of the inferences made from inspection of the data was conducted using 
a “mixed” Analysis of Variance (ANOVA) procedure in which the a test of the difference 
between the three group means explored the possibility of a “within-groups” main effect and a 
test of the difference in the two subgroup profiles explored the possibility of a “between groups” 
interaction. As can be noted in Table 5, both the main effect ( = .331, F (2, 68) = 68.86, p 
69 
 
<.001, p2 = .669) and the interaction effect ( = .817, F (2, 68) = 9.43 p < .001, p2 = .217) 
were statistically significant. Within-groups, the largest effect size differences were observed 
between the body wellness and mind means (gr = -1.61) and body wellness and spirit wellness 
means (gr = -1.21). Within-groups, these two effect size differences were still the most robust, 
but where the effect size differences were of about equal magnitude for the comparisons of body 
and mind wellness (gr = -124) and body and spirit wellness (gr = -1.27) for the faith-based school 
group, the effect size difference linked to the comparison of body and mind wellness (gr = -2.07) 
for the secular school group was twice that for the comparison of body and spirit wellness (gr = -
1.03). While this discrepancy in between-groups effect size differences may have contributed to 
the mixed ANOVA’s statistically significant interaction, the larger contributor may be the 
between-groups effect size differences linked to comparing the mean for mind wellness to the 
mean for spirit wellness. Where the effect size difference for this comparison is over three-
fourths of standard deviation for the secular school respondents (gr = 0.79), for the faith-based 














Means, Standard Deviations and Correlated Effect Size Differences Linked to the Results of a 












gr M SD M SD M SD 
 
All 2.17 0.42 2.71 0.19 2.61 0.33 -1.61 -1.21 0.31 
Faith-Based 2.25 0.44 2.72 0.19 2.73 0.27 -1.24 -1.27 -0.04 
Secular 2.07 0.38 2.70 0.19 2.46 0.35 -2.07 -1.03 0.79 
                    
Note. The results of the mixed ANOVA indicated a statistically significant main 
effect ( = .331, F (2, 68) = 68.86, p <.001, p2 = .669) as well as a statistically significant interaction effect ( = .817, F (2, 68) = 9.43 p < .001, p2 2 = .217). Follow-up testing of the former effect suggested that the mean for the mind 
dimension to be higher than those obtained for the body and spirit and the mean for 
the spirit to be higher than obtained for the body. Follow-up testing of the latter effect 
showed the pattern to be repeated for the group of secular school respondents, but not 
for the group of faith-based school respondents. For that group, mind and spirit 
means were not seen to differ statistically  
 
 
Research Question 2: 
How satisfied with their jobs are faculty members in faith-based and secular independent 
schools, both across and between types of institutions? 
For the six items pertinent to job satisfaction, item frequencies and scale means were 
calculated for all respondents (M = 4.42, SD = 0.628) as well as for both faith-based (M = 4.49, 




Means, Standard Deviations and Independent t-test Outcomes for the Comparison of Secular 








1. I am often bored with my job.  (Rev) 86.5 10.8 2.7
 2. I feel fairly well satisfied with my present job 6.8 8.1 85.1
 3. I am satisfied with my job for the time being 8.1 6.8 85.1
 4. Most days I am enthusiastic about my work 2.7 2.7 94.6
 5. I like my job better than the average worker does 1.4 13.5 85.1
 6. I find real enjoyment in my work 4.1 2.7 93.2
1. I am often bored with my job.  (Rev) 92.6 0.0 7.3
 2. I feel fairly well satisfied with my present job 7.3 7.3 85.4
 3. I am satisfied with my job for the time being 7.5 5.0 87.5
 4. Most days I am enthusiastic about my work 2.4 2.4 95.1
 5. I like my job better than the average worker does 0.0 9.8 90.2
 6. I find real enjoyment in my work 4.9 2.4 92.7
1. I am often bored with my job.  (Rev) 89.6 6.9 3.4
 2. I feel fairly well satisfied with my present job 6.9 10.3 82.8
 3. I am satisfied with my job for the time being 10.3 10.3 79.3
 4. Most days I am enthusiastic about my work 3.4 3.4 93.1
 5. I like my job better than the average worker does 3.4 20.7 75.9
 6. I find real enjoyment in my work 3.4 0.0 96.6
All Respondents (N  = 70, M = 4.42, SD  = 0.628)
Faith-Based Respondents (n  = 41, M  = 4.49, SD  = 0.650)
Secular Respondents (n  = 29, M  = 4.31, SD  = 0.589)
Note.  Comparison of the means for the two groups of respondents in faith-based and secular 
schools suggested no statistically significant difference between the means (t (1, 68) = 1.19, p 
= .240, g  = .28)
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levels of agreement with the individual items that systematically exceeded 80% and sometimes 
approached 100%, in addition to scale means that denoted unequivocal satisfaction with their 
work environment, the results of an independent t-test indicated no statistically significant 
difference in the means obtained for the two groups (t(1, 68) = 1.19, p = .240, g = 0.28).  
Research Question 3: 
What is the strength of relationship between faculty members’ self-assessed personal 
wellness and their job satisfaction? 
As shown in the first column of Table 7, no statistically significant relationships were 
indicated between any of the three wellness measures and the six-item measure of job 
satisfaction. Given respondent means that approached the scale maximum value (i.e., 5), little 
variation in these mean was observed and as a result, the correlations between wellness scores 
and level of satisfaction tended to be attenuated. 
Research Question 4: 
Is there a significant difference in the strength of relationship between faculty members’ 
self-assessed personal wellness and their job satisfaction by their association with a faith-based 
or secular institution? 
As shown in the second and third column of Table 7, no statistically significant 
relationships were indicated between any of the three wellness measures and the six-item 
measure of job satisfaction either for the faith-based school respondents or the secular school 
respondents. However, were a one-tailed significance level be applied to these tests, the 
relationship between the mind dimension and job satisfaction, which approached significance at 
a = .05, would fully meet that criterion for the secular school group of respondents if a positive 
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relationship between the two variables is assumed (r = .330, p = .081, two-tailed, p = .045, one-
tailed).  
In applying the Fisher r to z transformation to test for differences between the three pairs 
of correlations obtained for the respondent groups, the results were not statistically significantly 





Correlations Observed for All Respondents and for Respondent Subgroups between Means 




Correlation with Satisfaction Mean Faith-Based/ 
Secular 
Contrast 









(p two-tailed) = -.152 -.152 .049 -.790 .342 .342 .800 .430 
    Mind Mean 
(p two-tailed) = .118 .118 .330 -.880 .464 .464 .081 .379 
    Spirit Mean 
(p two-tailed) = .120 .120 .008 .440 .456 .456 .965 .660 








 In comparing the wellness scores across the three dimensions measured, the mean for the 
physical dimension was significantly lower than those observed for the other two. As was 
expected, a difference in the wellness profiles for the two groups was observed, with spiritual 
wellness receiving higher self-assessed scores among respondents at faith-based schools as 
opposed to those at secular schools. Respondents at both types of schools appeared to be highly 
satisfied with their jobs, such that no difference in level of satisfaction was seen and no 
relationship between self-assessed wellness and job satisfaction was observed. With respect to 
future studies, the interpretation and implication of these results will be more fully explored in 





Chapter 5: Discussion 
 
 There are five distinct sections of this last chapter: summary of the study, conclusions, 
limitations, implications, and recommendations for future research.  
Summary of the Study 
 
This study’s purpose was to identify the relationship between overall personal wellness 
(mental, physical, and spiritual) and job satisfaction among independent school teachers. A 
secondary goal of the study was to determine whether or not personal wellness had a significant 
effect on job satisfaction and whether or not the effect varied between faith-based and secular 
independent schools. 
Teachers are resigning from their positions more quickly than ever due to professional 
dissatisfaction. The National Education Associated (2013) reported that only 39% of teachers 
were satisfied with their jobs. Even worse, about 50% of teachers leave their jobs within the first 
five years, leaving schools short-handed (Farber, 2010). Despite these troubling statistics, the 
field of education has not made significant strides when it comes to improving job satisfaction 
among teachers, and the consequences are growing worse by the year.  
The procedures for this study included the use of two questionnaires: the Body-Mind-
Spirit Wellness Behavior and Characteristic Inventory (BMS-WBCI) and the Overall Job 
Satisfaction Questionnaire. The sample for the study consisted of 71 teachers employed at eight 
private schools in one region, four of which were faith-based associated schools while the other 








 The research questions for this study were concerned with identifying how frequently 
teachers engaged in wellness (physical, mental, and spiritual) activities and how the frequency 
correlated with their reported job satisfaction. 
Question 1. Do faculty members in faith-based and secular independent schools asses 
their personal wellness as being equally robust (sound) with respect to mind, body, and spirit, 
both across and between types of institutions? 
A mixed Analysis of Variance (ANOVA) revealed that, more frequently than not, 
teachers from both school types participated in physical, mental, and spiritual wellness activities. 
These wellness factors were scored on a 3-point Likert scale with answer choices being 
rarely/seldom (1), occasionally/sometimes (2), and often/always (3).  
Body. Faith-based school teachers reported an average score of 2.25. Secular school 
teachers reported an average score of 2.07.  
There was a noticeable mean score difference between the two groups of teachers when 
measuring the “body” dimension. Not only did the two groups have a big difference in their 
mean scores, but the mean scores for physical health were significantly lower than those for 
mind and spirit. Thus, compared to mental and spiritual health, physical health does not seem to 
be as high of a priority among the sample. It is possible that teachers are unable to find time in 
their schedules to dedicate to physical health. Engaging in mental and spiritual activities may be 
less demanding on their time. 
Mind. Faith-based school teachers had an average score of 2.72 while the average score 
of teachers at secular schools was nearly identical at 2.70.  
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There was hardly a difference between the “mental” wellness type mean score between 
the two types of school teachers. From this, it can be concluded that both secular independent 
and faith-based school teachers feel that they have excellent mental health. According to the 
reports, faith-based school teachers and secular independent school teachers dedicate 72.8% and 
71.18%, respectively, of their time and effort to positive mental health behaviors. Given that 
teaching is a mentally challenging occupation, teachers may feel that maintaining mental health 
is a top priority.  
 Spirit. Faith-based school teachers reported an average score of 2.73 while secular 
independent school teachers reported an average score of 2.46. 
There was a significant difference between the two groups of teachers when measuring 
the “spirit” dimension. Faith-based school teachers reported a mean score of 2.73 while 
independent secular school teachers reported a mean score of 2.46. This difference may be 
attributed to the focus on spiritual well-being that faith-based schools provide. For example, in 
faith-based schools, there is typically a close relationship to a specific church. There are often 
regular chapel days where guests are invited to address the school body, often on spiritual 
matters. Students are required to take at least one religion class at these schools, and prayer is 
frequent. This study’s findings support prior research by Vader (2006): ignoring the spiritual 
component of health contributed to lower levels of mental and physical health. The secular 
independent school teachers reported lower levels of mental and physical health compared to 
their faith-based counterparts.  
 It is worth noting that the mean scores for the “body” dimension, for both school types, 
were substantially lower than the mean scores for the “mind” and “spirit” dimensions, indicating 
within-group and between-group differences (see Figure 1). A second sizeable difference was the 
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difference of the mean scores for the “spirit” dimension between the two school types, indicating 
a between-groups difference, indicating an interaction effect between spiritual health and the 
type of school.  
Wellness and its numerous benefits have been well researched in a variety of contexts. 
For example, multiple studies have shown that corporate cultures that consciously focus on 
overall wellness (the health of mind, body, and spirit) of its employees consistently report better 
performance of employees; more satisfied and less stressed workers; higher retention rates; more 
positive relationships within the workplace; and lower health care costs per employee (Coleman, 
2013; Dursi, 2008; Principal Financial, 2009; Sinderman, 2013). Other studies report that an 
organization’s wellness program is an excellent recruitment tactic for attracting talented 
employees (Fronstin, 2001) and, given the opportunity, almost 50% of workers said they would 
take advantage of such programs (Principal Financial, 2009).  
Just like corporate business, a focus on personal wellness has been positively associated 
with higher rates of teachers’ job satisfaction. Teachers who are happier at their schools are more 
likely to develop a sense of pride in their work, contribute positively to their school, and exceed 
performance expectations (Filak & Sheldon, 2003; Kirst-Ashman, 2001). When teachers are 
performing at their best and exude passion for their work, students reap the benefits. 
Question 2. How satisfied with their jobs are faculty members in faith-based and secular 
independent schools, both across and between types of institutions? 
There were no statistically significant differences across or between the two groups. Both 




Although the findings themselves were not significant, comparing these results to 
previous research reveals a contradictory perspective of teachers’ job satisfaction. For instance, 
most teachers report feeling highly dissatisfied with their jobs and about half leave their positions 
within the first five years (Farber, 2010; The National Education Association, 2013). In this 
sample, nearly 75% of teachers reported that they had been employed as teachers for at least 
eight years. Further, almost 68% of teachers reported that they had been employed at the same 
school for at least four years. 
Though the data revealed high levels of job satisfaction among this sample of teachers, 
the questionnaire used to measure job satisfaction only measured general job satisfaction. 
Teachers were not asked if they were satisfied with salary; opportunities for professional 
development; time management techniques and training; relationships with colleagues or 
superiors; levels of stress; or other, more detailed facets of their teaching positions that can affect 
job satisfaction. So, teachers could be generally happy with their positions but might have varied 
emotions when asked more detailed questions. 
Question 3. What is the strength of relationship between faculty members’ self-assessed 
personal wellness and their job satisfaction? 
No statistically significant relationships were indicated between any of the three wellness 
measures and the job satisfaction measure. 
It is possible that the majority of past research has focused on teachers employed at 
public schools, where the majority of American students are educated. This study chose to focus 
on private schools. According to one study (Stewart et al., 2004), faith-based educational 
institutions have an additional focus on developing and nurturing the souls of students and 
teachers. Thus, this sample’s high rates of satisfaction could be attributed to the cultures that are 
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created within these institutions. Overall, the teachers in this study reported higher than average 
wellness scores on all three dimensions. If prior research is correct (Deci et al, 2001; Maslow, 
1943; Sheldon, 2001), it can be assumed these schools are addressing their teachers’ needs by 
providing ways for teachers to focus on their personal health. In turn, these teachers are much 
happier with their positions than the average American teacher.  
Question 4. Is there a significant difference in the strength of relationship between 
faculty members’ self-assessed personal wellness and their job satisfaction by their association 
with a faith-based or secular institution? 
Though there were significant differences in mean scores of wellness type with respect to 
the individual “body” and “spirit” dimensions between the two groups (as previously discussed 
with the first research question), the difference in correlation of overall personal wellness and job 
satisfaction was not found to be significance.  
 Prior to collecting data for this study, the researcher assumed there would be a significant 
difference between these two groups of teachers due to findings from previous research. For 
instance, Maslow’s (1943) Hierarchy of Needs Theory served as this study’s theoretical 
framework. In his theory, Maslow posits that, the more needs one person addresses and fulfills, 
the more satisfied he or she is with his or her life. Jerome (2013) suggests that employees 
perform best when their self-esteem and self-actualization needs when employers can help fulfill 
them. Another study showed that employees working in a hospital felt less satisfied and 
committed to their work than a group of school teachers who indicated that there was a strong 






There were numerous factors that could have limited or affected the findings of this 
study. First, the sample size was small and limited in diversity. It was focused in one specific 
region that is considered to be located in the “Bible belt” of the United States. The limited 
sample of participants with homogeneous characteristics must be carefully considered in 
interpreting correlations (i.e., attenuation of correlations). Other types of independent schools 
could have been included along with teachers employed at public schools. Another consideration 
was that some teachers may have been concerned about the confidentiality of their answers, so 
they may have answered more positively. The researcher also believes that the instrument used 
to determine the three wellness types may not have been comprehensive or detailed enough to 
provide significant results. Similarly, the instrument used to measure job satisfaction only 
contained six items and asked fairly general questions about job satisfaction. More detailed job 
satisfaction items would give a better picture of why teachers were satisfied with their jobs. The 
questionnaires were also administered during the holiday break, so teachers may have felt less 
stressed in general which could have persuaded them to answer more positively. 
Implications for Practice 
 It is important that school leaders understand the importance of personal wellness as it 
relates to teacher job satisfaction. Research shows that teachers who are happy with their jobs 
tend to stay in the profession longer and are more effective in helping students succeed 
academically. A school culture that promotes whole person wellness, including positive, 
encouraging relationships with superiors, has been shown as an effective means of improving 
teacher job satisfaction (Farber, 2010; Filak & Sheldon, 2003; Giacometti, 2005; Kirst-Ashman, 
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2001). In contrast, a school culture that does not promote overall personal wellness sets the stage 
for higher teacher stress, burnout, and, eventually, attrition (Greiman et al., 2005).  
 The current study was conducted to determine (a) the relationship between overall 
personal wellness (body, mind, and spirit) and teacher job satisfaction and (b) whether there was 
a difference in job satisfaction between teachers at faith-based schools and those at secular 
independent schools. 
 The study was founded on a couple assumptions: (a) there is a relationship between job 
satisfaction and teachers’ wellness (Dursi, 2008; Giacometti, 2005; Health Advocate, 2009) and 
(b) that a focus on spiritual health within a work environment would contribute to higher job 
satisfaction of teachers in faith-based schools (Convey, 2014; Levine, 2011; Maslow, 1943; 
Troman & Woods, 2001). Consequently, student achievement would be enhanced, as teacher job 
satisfaction is associated with teacher effectiveness (Klassen & Chui, 2010; Skaalvik & Skaalvik, 
2010). 
 In combination with the assumptions, the findings of this study could lay the groundwork 
for further investigation into teachers’ job satisfaction and personal wellness. These teachers 
reported very high levels of satisfaction and higher than average scores on all three dimensions 
of personal wellness. The researcher believes that the culture of these schools likely is a 
contributor to these high scores.  
 Based on the findings, the following recommendations are offered: 
1. School administrators and teachers alike should invest time and effort into creating a 
culture of wellness within schools. Specifically, as indicated by the questionnaire 
responses, teachers are not devoting enough time to improving their physical health. 
This can be accomplished through seminars about nutrition, offering exercise classes 
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in the school gym before or after school hours, or even forming recreational teams 
where teachers have an opportunity to engage in more structured sports. 
2. Because teachers reported lower levels of physical health, school leaders should 
assess whether or not their teachers even have the time to commit to improving 
physical health. This can be done by analyzing workloads to see if teachers are being 
asked to accomplish too much. Anonymous surveys with open-ended questions 
would also help determine teachers’ needs. 
3. Though teachers reported very high levels of mental health, schools should continue 
to find ways to support their teachers. It is important that teachers learn effective 
strategies for managing personal and professional stress.  
4. Spiritually, there was a visible difference (see Figure 1) between the two groups of 
teachers. The non-faith-based school teachers could benefit from a culture that 
supports this dimension of wellness. To accomplish this, board members could 
encourage teachers or offer opportunities to engage in spiritually fulfilling activities. 
Such activities could include attending church; taking personal time to connect with 
God on a daily basis; read inspired literature; speak with counselors about spirituality; 
or form groups with colleagues who want to incorporate more spiritual wellness into 
their lives.  
Suggestions for Future Research 
The current study focused on the relationship between teachers’ job satisfaction and three 
dimensions of wellness (physical, mental, and spiritual). The following suggestions for future 
research are made to provide a better understanding of the variables: 
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1. The sample population was a convenience sample selected by the researcher. In 
future research, this study could be replicated to include a larger, more diverse group 
of teachers selected randomly. A more diverse sample would help provide more 
generalizability to the results of the research. 
2. Other aspects of job satisfaction should be investigated. This research focused on 
overall job satisfaction, but future studies could garner more details about happiness 
of salary, professional relationships with colleagues and superiors, work-life balance, 
professional development opportunities (or lack thereof), and professional stress.  
3. Prior to administering the questionnaires, the researcher searched for the best 
instruments to use to assess the three wellness dimensions and job satisfaction. In the 
search, it was discovered that very few, validated measurements existed. Creating 
more and better instruments could be valuable for future studies. 
4. This same study could be replicated using a different research design. The same 
questions could be asked within a personal interview setting. Teachers would have an 
opportunity to be more expressive and detailed compared to the limitations of a 
questionnaire. Using a qualitative approach could provide answers to why teachers 
answered the way they did. 
5. The current research focused on teachers’ responses but did not include principals, 
school board members, or students. Including these key members of the school would 
give a much better, more complete perspective of the school culture. 
6. While burnout and stress in the field of education have been researched, this study did 
not investigate these issues. Future studies could provide a more in-depth 
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understanding of burnout and stress levels of private school teachers and what, if any, 
factors may affect attrition and retention of private school teachers. 
7. Considering the majority of previous research has reported low levels of job 
satisfaction along with high rates of burnout, stress, and attrition, future studies could 
investigate the differences in culture between private and public schools. If 
differences are found, better models could be created to support teachers and their 
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Appendix A: Body-Mind-Spirit Wellness Behavior Characteristic Inventory (BMS-WBCI) 
 
1. Rarely/seldom 2. Occasionally/sometimes 3. Often/always 
 
Body 
1. I limit risky behaviors. 
2. I maintain my fitness by exercising regularly and maintaining my weight. 
3. I have a reasonable amount of flexibility and do exercises that help maintain my range of motion. 
4. I use warm-up activities before exercising to help prevent injuries. 
5. I eat a variety of foods and get the recommended number of servings from each food group. 
6. I eat a balanced diet low in saturated fat and cholesterol. 
7. I participate in recreational sports or activities that help maintain my fitness. 
8. I drink at least eight glasses of water a day. 
9. I surround myself with physically healthy people. 
 
Mind 
1. I learn from my past life experiences. 
2. I am open to new ideas. 
3. I learn from my mistakes and try to behave differently the next time. 
4. I talk with people rather than talk at people. 
5. I accept responsibility for my actions. 
6. I understand and accept the existence of cultural diversity and its contribution to the quality of 
living. 
7. I make good ethical decisions. 
8. I consider alternatives before making decisions. 
9. I focus on reality. 
10. I am flexible to changes and can maintain stability in my life in healthy ways. 
11. I have strong morals and healthy values. 
12. I learn from the mistakes of others. 
13. I have satisfying interpersonal relationships. 
14. I feel loved and supported by family and friends. 
15. I am tolerant of others whether or not I approve of their behavior or beliefs. 
16. I set achievable goals for myself. 
17. I handle various social settings well. 
18. I analyze my thoughts before I act. 
19. I make the best of bad situations. 







1. I experience harmony within. 
2. I experience peace of mind. 
3. I am in touch with the soul within. 
4. I experience happiness within. 
5. I experience joy within. 
6. I experience self-satisfaction. 
7. I express my spirituality appropriately and in healthy ways. 
8. My spirituality helps me remain calm and strong and helps me to better deal with difficult times. 
9. I recognize the positive contribution faith can make to the quality of my life. 
10. I routinely undertake new experiences to enhance my spiritual health. 
11. I have a positive outlook on life. 
12. I am content with who I am. 
13. I know my purpose in life. 
14. I read some form of spiritual literature on a regular basis. 




Appendix B: Overall Job Satisfaction Measure 
 
Six-item measure: 
Responses are obtained using a 5-point Likert-type scale where 5 = strongly agree, 4 = agree, 3 




1. I am often bored with my job (R) 
2. I feel fairly well satisfied with my present job 
3. I am satisfied with my jo for the time being 
4. Most days I am enthusiastic about my work 
5. I like my job better than the average worker does 
6. I find real enjoyment in my work 
 








2. School Address 
 
3. School Phone Number 
 
4. Teaching Position or Title and Grade Level 
 
5. Years at Present School 
 
6. Overall Years in Education 
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In closing, what I’ve truly leaned is measured not within the data findings herein. I’ve 
allowed my body to drive out every bit of energy in order for exhaustion to enhance my mind. If 
you quit when you are tired, there is no gain. No one should accept complacency. Aspirations 
lead to paths of hope and intangible trials. My vision of reward comes from the victory of 
ultimate challenges: to give my best, reach for the highest, and enjoy the feelings of sweet 
success. I’ve sought views others might not want to seek while hearing the quiet that comes with 
completion and peace. As the sun goes down, I’m allowing the gentle warmth to linger. For in 
every joy that passes, I believe something beautiful still remains. We must always take one more 
leap and venture into one more mile. May the road stay continuous so that only heaven can be 
my destination and resting place.  
 
